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CHAPTER I 
INTRODUCTION 
In April 1984 the National Catholic Education Assoc-
iation released the preliminary results of a study conducted 
the previous Winter among all Catholic high schools in the 
United States. 1480 schools were contacted by mail and asked 
to com~lete an extensive questionnaire about many phases of 
their operation. 910 schools responded to the questionnaire 
for a return of 61%. The information requested included 
items about the presence of collective bargaining in the 
schools. Respondents indicated that at 32% of the schools at 
least some of the teachers were represented during contract 
nesotiations by a negotiating group. 1 68% reported that 
there was no representation by any negotiating eroup. Those 
respondents who acknowledged the presence of a negotiating 
group answered an additional item indicating that 31% of the 
teachers at those schools with a negotiating group were re-
presented by the group. A third item asked the affiliation 
of the negotiating group, and the results indicated affilia-
1. National Catholic Education Association, A National Report 
of Catholic Secondary Schools, Preliminary Report, Phase 
I, Washington, D.C., April, 1984, p. 3. 
1 
2 
tion to teachers' organizations in this manner. 14.4% were 
represented by a local single school bargaining unit. 13.5% 
were represented by a diocesan level unit. 7.8% were repre-
sented by the National Association of Catholic School 
Teachers (NACST). 3.3% were represented by the National Ed-
ucation Association (NEA). 2.3% were represented by some 
other national group. And 1.5% were represented by the Amer-
ican Federation of Teachers (AFT). 2 The exact number of 
teachers represented by a teachers' bargaining unit is not 
known, but the presence of bargaining units in 31% of the 
Catholic high schools in the nation indicates that collective 
bargaining is an important element in Catholic schools at the 
present time. 
The movement toward unionization in Catholic schools 
depends directly on the growing proportion of lay teachers 
working in the schools. The 1983 edition of the Official 
Catholic Directory provided statistics on the relative numbers 
of lay teachers and religious teachers in Catholic schools in 
the United States. These were the most recent figures avail-
able, drawn from the cumulative report of all Catholic schools 
in the nation. The Directory reported that of 168,342 teach-
ers in all Catholic schools, 127,308 or 75.6% were lay teach-
2. National Catholic Education Association, op. cit., p. 3. 
3 
3 
ers, and 41,034 or 24.36% were non-lay teachers. These non-
lay teachers were religious personnel: sisters, brothers, 
or priests. Fully three out of four teachers in all Catholic 
schools are now lay teachers. 
The Directory information included all Catholic schools, 
both elementary and high schools. The NCEA study which was 
limited to high schools stated that 51% of the full time 
teachers were Catholic lay men or lay women. An additional 
18% of the full time teachers were non-catholic lay persons. 4 
Catholic elementary schools tend to have more lay teachers 
than high schools, since they do not have the presence of 
religious orders of raen who are often present in Catholic 
high schools. Seen from either side, Catholic schools as a 
whole are staffed by faculties who are 75% lay persons: Cath-
olic high schools are staffed by faculties who are 69% lay 
teachers and 31% religious teachers. 
The growing proportion of lay teachers in Catholic 
schools began in this century. Lay teachers araounted to 7.9% 
of the total teaching staff in 1920. By 1950 the number of 
lay teachers had grmm to 12. 6%., But then the shortage of 
religious teachers and the changing mood of the Catholic 
Church in America began to be felt. By 1960 lay teachers 
3. J. P. Kenedy & Co., The Official Catholic Directory, 
"General Summary," New York, New York, 1983. 
4. NCEA, op. cit., p. 3. 
4 
constituted 28.3% of the teaching staff; 38.9% in 1967; and 
45% in 1969. 1970 was a landmark year, since it was reported 
that for the first time lay teachers outnumbered religious 
teachers, being 50.8% of the teaching staff. Lay teachers 
had climbed to 53% of the staff in 1971, and 66% by 1978. 5 
This type of change over the course of thirty years is nothing 
short of a revolution. 
I~ is this dramatic influx of lay teachers into a field 
where religious teachers had dominated for so many years that 
is the cause of the growth of teacher militancy in Catholic 
schools. 6 As the number of lay teachers has increased, the 
pressure they have exerted on the Catholic system has also 
increased. 
Among these pressures is the growing feeling of mili-
tancy among teachers as they strive for better wages and 
working conditions just as workers in industry are doing. 
Since the trend toward collective bargaining in Catholic 
schools has spread more slowly than in public education, 
Catholic school administrators have had more time for formu-
lating a just and proper manner of dealing with the need for 
collective bargaining. 
5. Donna Krier, "The Development of Labor - Management 
Relations in the Catholic Schools of the United States," 
unpublished research paper, Institute of Industrial Rela-
tions, Loyola University of Chicago, 1981, p. 10. 
6. Mary Ellen Burke, "Unions - A New Development in the 
Catholic School System," unpublished research paper, 
Chicago State University, 1978, p. 13. 
5 
The first reason for teachers' unions is the economic 
one. Catholic school teachers, who are more likely to be lay 
teachers than religious teachers, are often paid far below 
the scales provided to public school teachers. These people 
are aware of their needs and are looking for a way to obtain 
what they must have and still remain in Catholic education. 
Economic conditions in recent years have affected us. 
Too many of our educators, especially the men, are 
le?ving the Catholic elementary school because they 
cannot meet expenses to provide for their families. 
None of us expects to have our salaries match those 
of the public school. What we do justly anticipate 7 is enough to provide for ourselves and our families. 
Administrators will feel the pressure of teachers who 
want more in salaries and more influence in the operation 
of the school, but this growing militancy represents the same 
situation which existed in industry forty years ago. Since 
this is occurring in church-related institutions, it calls 
for the same sharing and participation that is experienced 
elsewhere in the Church. 
Personal experience has indicated to me that when 
teachers are given a role with administrators in the 
decision-making process the entire school community 
benefits. Such shared participation results in job 
satisfaction, an important element in establishing a 
productive learning milieu in our schools.8 
7. Joan Fullerman, "Justice for Teachers," Momentum, National 
Catholic Education Association, Washington, D.C., May, 1978, 
p. 32. 
8. Patrick Redington, "Justice for Teachers," Momentum, 
National Catholic Education Association, Washington, D.C., 
May, 1978, p. 29. 
The whole process of unionization and bargaining should be 
made democratic and responsive to the needs of the times. 
White collar unions have grown, and public employees have 
begun to unionize. Those who try to break or stall unions 
heighten the antagonisms and friction between labor and 
management. Not all of those in positions of leadership in 
Catholic schools are open or interested in the formation of 
unions at their schools. 
The actions and comoents of some diocesan, parochial, 
and private school administrators and Catholic school 
parents evidence a desire to return to the paternalism 
and authoritanism of previous decades in our schools.9 
6 
Bargaining is usually done at the local level, and the 
trend is toward small bargaining units remaining independent. 
Since this concept of bargaining is relatively new to Church 
people in Catholic schools, it has taken some time for them 
to develop some familiarity and ease with it. Many are still 
quite fearful and see collective bargaining as a threat to 
themselves and to the school. 
There is one major concern with the process of callee-
tive bargaining in Catholic schools. Will Catholic schools, 
which are already hard pressed financially, be able to sus-
tain themselves in the face of the necessary financial con-
cessions which are part of the bargaining agreement? This 
may be viewed rather as a challenge to the inventiveness of 
9. Ibid. 
7 
Catholic people than as a life ending threat. Catholic 
schools must make every effort to become financially solvent 
if they wish to remain opened in the future. They must also 
become independent of the subsidies available to them in the 
past. They cannot hope to pass off their cost to Catholic 
people who are not interested in their survival. Neither 
should the local bishop be expected to support a school not 
making it on its own. Catholic schools must market them-
selves as worthy of support. In addition, those who use the 
schools have the chief obligation to pay the cost of them: 
the parents and students attending must carry the cost through 
tuition and necessary fund raising. 
There is evidence that many Catholics can afford the full 
cost of their children's education, and they will have to 
come to the view that education is a corrn:nodity worth pay-
ing for.10 
General support gained from the diocese and local parishes 
should be replaced by scholarships and grants, since direct 
gifts to needy students make it possible for them to attend. 
Small reductions of one or two hundred dollars for middle 
class students don't make a significant difference. While 
the financial burden of Catholic schools is real, collective 
bargaining may provide closer cooperation between teachers 
and administrators. 
10. Patrick J. O'Neill, "Financing Catholic Schools," unpub-
lished paper, DePaul University, Chicago, Illinois, 1979, 
p. 2. 
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This study investigated the present status of collec-
tive bargaining in a state with a large Catholic population: 
Illinois. The Catholic schools of the Archdiocese of Chicago, 
comprising two of the most populous counties in the state, 
are the fifth largest school system in the United States in-
cluding public education. This urban setting presented for 
• 
study a typical Catholic population center in a city which 
has trcditionally been strongly pro-union. In addition, the 
rural Illinois countryside included thirty-eight Catholic 
high schools in small towns and cities, serving the scattered 
Catholic population across the state in geographic regions 
not known for their union activity. 
STATEMENT OF THE PROBLEM 
Since collective bargaining is a recent historical 
development in Catholic schools in the United States, it is 
necessary to determine to what extent it has spread and to 
chart how it has grown. To obtain factual data about it, 
research was conducted in Catholic high schools in Illinois. 
Male lay teachers seeking the higher salaries available in 
high schools are more likely to form bargaining units than 
elementary school teachers. The study reported in the fol-
lowing pages attempted to discover the presence or absence of 
collective bargaining in the ninety-two Catholic high schools 
in Illinois, and the attitudes of administrators, lay teach-
ers, and religious teachers toward collective bargaining in 
those schools. 
The Catholic high schools of Illinois involved in the 
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study included diocesan schools, parish schools and schools 
owned by a religious community. In some schools there was a 
recognized teachers' union, but not in others. The review 
of the literature and the data gathered in response to the 
questicnnaire attempted to answer the following research 
questions. 
1. What is the status of collective bargaining in 
Catholic high schools in Illinois? 
2. Are the factors which led to the formation of col-
lective bargaining in Catholic schools the same as those 
which led to the formation of collective bargaining in public 
education? 
3. What do principals in Catholic high schools in 
Illinois feel about teachers' organizations as they relate 
to their positions as administrators? 
4. What is the teaching of the Catholic Church with 
regard to collective bargaining? 
5. What factors have influenced the growth of collec-
tive bargaining in Catholic high schools in the 1970's and 
1980's and what effect have these factors had? 
6. What is the place of religious teachers in a Catho-
lic school collective bargaining unit? 
7. Do lay teachers and religious teachers feel there 
is a possible conflict of interest if religious teachers 
participate in teachers' organizations? 
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8. What is the appropriate response of Catholic school 
officials when Catholic school teachers request collective 
bargaining? 
9. What alternatives to collective bargaining are avail-
able tc Catholic school officials and to Catholic school 
teachers to obtain legitimate teacher goals? 
10. How can labor relations disputes in Catholic 
schools were collective bargaining is present best be solved? 
11. What is the effect of collective bargaining on the 
familial atmosphere called "community of faith" in a Catholic 
school? 
DEFINITION OF TERNS 
Church-related school: for the purpose of this study a 
church-related school is a school operated '\Jith the philo-
sophy and goals of the Catholic Church. These schools vary 
in the type of administrative control used to direct them. 
Collective bargaining: a method of determining conditions 
of employment by means of negotiations between representa-
tives of the employer and representatives of the employee. 
Connnunity of faith: the atmosphere of warmth and concern, 
springing from a common religious faith, which is often pres-
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ent among those involved in a Catholic school. 
Community-owned high school: a Catholic secondary school 
which is owned and operated by the religious order or con-
gregation which staffs it. It operates with the permission 
of the local bishop. 
Diocese: a geographic district under the jurisdiction of a 
Roman Catholic bishop. In Illinois there are six dioceses 
of the Catholic Church. 
Diocesan high school: a Catholic secondary school which is 
the property of the Catholic bishop of the diocese and may 
be operated by people directly under his jurisdiction. 
Encyclical: a letter written by the Pope to the bishops of 
the Church for the guidance of the faithful under their jur-
isdiction. 
Grievance: a complaint for a perceived wrong made by a mem-
ber of the bargaining unit against management. 
Lay teacher: a male or female adult who teaches in a Catho-
lic school who is not a member of a religious order or of 
the clergy in any way. 
National Catholic Education Association: a voluntary nation-
al organization composed of those interested in the work of 
Catholic schools, intended to promote the goals of Catholic 
education. 
Parish school: a Catholic secondary school owned by the bi-
shop but operated under the direct supervision of the local 
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pastor. 
Religious teacher: a male or female adult who teaches in a 
Catholic school who is a member of a Roman Catholic reli-
gious order or congregation or a member of the recognized 
clergy. These people are ordinarily characterized by their 
living in a convent, rectory, or with other religious per-
sons, and by their commitment to the vows of poverty, chas-
tity ar1d obedience. 
School administrator: a person officially designated to con-
duct and direct the activities of the school. 
United States Catholic Conference: the national organization 
of Catholic bishops which coordinates the bishops' activities 
and acts as a spokesperson for the bishops on national issues. 
Union: a formally recognized unit for collective bargaining 
which enters into negotiations with representatives of man-
agement for the purpose of making a contract. 
LIMITATIONS OF THE STUDY 
The study was limited with respect to sample, procedure 
and instrument. 
The sample for this study was limited to school admin-
istrators, religious teachers, and lay teachers in the ninety-
two Catholic high schools in Illinois. The Catholic schools 
were selected from the listing of all Catholic high schools 
in Illinois according to the Official Catholic Directory, 
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published by J. P. Kenedy Co., New York, New York, 1983. All 
principals of Catholic high schools in Illinois were sent the 
principal's questionnaire. They were also asked to return 
the questionnaire with a faculty list including all members 
of their religious and lay faculties. Lay teachers and re-
ligious teachers were selected for the study using random 
numbers applied to the faculty list. The attitudes revealed 
in the 1uestionnaire are those of the administrators, relig-
ious teachers, and lay teachers who completed the question-
naires in these schools. Since all principals were included, 
the responses are presumed to represent a normative distri-
bution. Since the lay and religious teachers were selected 
by a random process, their responses are presumed to reflect 
a normative distribution. 
The study was limited with respect to procedure. The 
initial questionnaire was mailed to the principals. The 
teachers' questionnaires were mailed subsequently to the 
schools which responded to the initial questionnaire. The 
limitations of using a mailed instrument are the lack of re-
sponses from a portion of the sample and the inability to 
check the responses given. Two follow-up letters which in-
cluded an additional questionnaire were used to improve the 
percentage of returns. 
The study was limited with respect to the instrument. 
Martinkus (1971) used substantially the same instrument in 
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studying the Catholic schools of the Archdiocese of Chicago. 
She obtained 365 usable responses from her survey of the Cath-
olic high schools of the Archdiocese of Chicago. Olsen (1971) 
used a survey very similar to that of Martinkus and tested the 
reliability using the test-retest method. Olsen obtained 975 
responses from his survey of the Catholic high schools of the 
large dioceses of the United States. The instrument used in 
this study was reviewed by six experts in Catholic schools 
and collective bargaining. Three were experienced adminis-
trators in Catholic education, and three were experienced 
union officers who had been involved in bargaining for many 
years. 
SIGNIFICANCE OF THE STUDY 
Early studies of Catholic schools discovered that the 
topic of collective bargaining was growing in practice and 
influence in the Catholic schools of America. They indicated 
there were both fears and hopes attendant on the spread of 
this phenomenon which was new in the late 1960's. They pre-
dicted the rapid growth of bargaining across the country and 
benefits to the school systems because of it. 
Collective bargaining in Catholic schools is a field 
about which a reasonable amount of literature has been creat-
ed. Formal collective bargaining has taken place in several 
locations with varying degrees of success. Growth and change 
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have taken place. Several papal and national commentators 
have further clarified the Catholic Church's teaching on 
collective bargaining in recent years; the Supreme Court has 
ruled that Catholic schools are not under NLRB jurisdiction; 
and a serious recession has beset the United States. In the 
aftermath of these events the present study discussed wheth-
er collective bargaining is a growing or declining phenomenon 
in Catholic high schools. Current information was gathered 
about the status of collective bargaining through the liter-
ature and the questionnaire. 
CHAPTER II 
REVIEW OF RELATED LITERATURE 
The review of the literature provided a discussion of 
ideas which have emerged in the field of collective bargain-
ing in Catholic schools. It also attempted to answer some 
of the research questions posed in the last chapter by pre-
sentin~ the findings of those experienced in the field and 
the results of other research. From 1967 until the present, 
articles and studies have focused on areas which are seen as 
important issues in collective bargaining in Catholic 
schools. This review was limited to those ideas relating to 
the topic which appeared in the literature. 
The review was composed of several sections: each of 
these sections fulfilled a particular function: 
Previous Studies: This section discussed previous 
doctoral dissertations having to do with collective bargain-
ing and Catholic schools. 
A General Introduction to Collective Bargaining in 
Catholic Schools: This section provided information on the 
topic in several ways. It corrnnented on the principles of 
collective bargaining; the right to bargain; issues in bar-
gaining; and the process of bargaining in Catholic schools. 
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Papal Teaching on Collective Bargaining: This section 
sUr.lIIlarized the major documents issued by the Catholic Church 
in the past ninety-three years having collective bargaining 
as their major theme, thereby explicating the Church's teach-
ing. 
Organized Labor in the United States: This section 
sunnnarized the development of labor unions in the United 
States revealing the reasons for their formation in the in-
dustrial sector of the nation. 
Catholic School History: This section provided insight 
into the evolution of Catholic schools from their beginning 
in missionary communities to their prominence as private ed-
ucational strongholds. 
The Development of Catholic Teachers' Unions: This 
section documented the growth of Catholic teachers' unions 
from their inception to the 1979 NLRB decision. 
Catholic Schools and the National Labor Relations 
Board: This section analyzed the impact of the NLRB on Cath-
olic school collective bargaining during it's period of jur-
isdiction over those schools and the result of the 1979 Su-
preme Court decision. 
Catholic Teachers' Unions Now: This section reviewed 
the circumstances and events which have influenced Catholic 
teachers' unions since the first quarter of 1979. 
The Third Party Agency: This section presented a dis-
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cussion on the need for an impartial agency for the resolu-
tion of labor disputes in Catholic schools. 
Religious Teachers and the Bargaining Unit: This sec-
tion examined the issue of the participation of members of 
Roman Catholic religious orders in collective bargaining 
units in local schools. 
Catholic School Contracts: This section reviewed con-
tract provisions commonly found in Catholic school collect-
ive bargaining agreements to discover those needs which 
teachers in Catholic schools seek to meet through collective 
bargaining. 
Community of Faith Effects: This section dealt with 
the effect of collective bargaining on the interpersonal re-
lationships between administrators, lay teachers, and relig-
ious teachers in Catholic schools. 
Positive Approaches to Teacher Goals: This section 
proposed a plan of action for administrators and teachers to 
obtain the goals of teachers' collective action with or with-
out the presence of a collective bargaining unit. 
Surmnary: This section compiled the information pro-
vided in the previous sections and indicated possible de-
ductions to be drawn from them. 
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PREVIOUS STUDIES 
The topic of collective bargaining in Catholic schools 
is of recent origin. Teachers began to effectively organize 
in public education in the 1960's and this interest in or-
ganizing spread to Catholic schools by the end of the decade. 
About twelve studies have been done in the general area of 
collective bargaining in relation to the Catholic Church. 
Seven in particular have some connection to the present 
study. 
Martinkus 1 studied the status of collective bargaining 
in the Catholic high schools of the Archdiocese of Chicago. 
The topic was relatively new at the time, and her study was 
one of the first. She sought to determine the extent and 
nature of collective bargaining by a questionnaire which was 
sent to the eighty-four Catholic high schools in Cook and 
Lake Counties in Illinois. A review of the literature out-
lined the history of the labor movement in the United States 
and the papal documents describing the Catholic Church's 
position on labor unions. She conducted twenty-seven struc-
tured and unstructured interviews to examine four Catholic 
1. Sr. M. Salesia Martinkus, ''A Study of the Status of Col-
lective Negotiations in the Secondary Schools in the Arch-
diocese of Chicago," unpublished doctoral dissertation, 
Loyola University of Chicago, Chicago, Illinois, 1971. 
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high schools which had experienced teachers' strikes in the 
previous two years and documented the causes of these strikes. 
The study gathered data in the Catholic school system about 
the administrators and the teachers, the dichotomy between 
lay and religious teachers, the attitudes of the teaching 
staff toward teachers' unions, the reasons for union forma-
tion, the effects unions had up to that point, and the future 
of col:ective bargaining in the Catholic school system. The 
questionnaire was sent to principals, lay teachers and re-
ligious teachers to determine attitudes toward collective 
bargaining. The study found that the decentralized nature 
of the archdiocesan school system caused problems for the 
system when it faced attempts at unionization. It found that 
lay teachers used the same methods as their public school 
counterparts to obtain the benefits of a negotiated contract. 
Religious teachers expressed a strong need to be actively 
involved in matters which concerned their professional <level-
opment and therefore were strongly in favor of active partici-
pat ion. 
Olsen2 investigated the attitudes toward collective 
bargaining held by the faculty members and administrators of 
2. John Daniel Olsen, "Attitudes Toward Collective Negotia-
tions in Catholic Secondary Schools of Large Dioceses in 
the United States," unpublished doctoral dissertation, 
St. John's University, New York, New York, 1971. 
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thirty-one of the largest dioceses in the United States. 
Each of these dioceses had twenty or more high schools, -and 
included the dioceses of Chicago, New York, Brooklyn, Boston, 
Philadelphia, Los Angeles, New Orleans, and others. The data 
was obtained through responses to a questionnaire dealing 
with general attitudes toward collective bargaining and with 
the issues that should be the subject of bargaining. The 
selected schools included community-owned schools, parish 
schools and diocesan schools. In some schools there was a 
recognized teachers' organization and in others there was 
not. The study found that many religious teachers had a 
strong desire to be fully involved in collective bargaining 
in their schools, and predicted favorable outcomes from col-
lective bargaining in Catholic secondary schools. The major-
ity of non-religious respondents favored the involvement of 
religious teachers in collective bargaining. The respon-
dents expressed a belief in generally favorable outcomes 
from the growth of collective bargaining in Catholic schools. 
Results tended to favor a structure representing full member-
ship rights for religious teachers as equals to lay teachers 
in a single teachers' organization in Catholic high schools. 
Lay teachers and administrators agreed that lay teachers 
should be eligible for chief administrative posts. 
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Yamada 3 studied the perceptions held by teachers and 
principals of the leadership role of Catholic elementary 
principals in schools with and without a negotiated teacher 
contract. He attempted to determine whether or not differ-
ences between perceptions were related to the presence or ab-
sence of a negotiated contract. He polled one hundred ran-
domly selected principals, one hundred randomly selected lay 
teachers and one hundred randomly selected religious teachers 
in a diocese with a negotiated contract and the same number 
in a diocese without a negotiated contract. He found that a 
majority of respondents agreed with the description provided 
of the principal's leadership-role abilities, and that the 
presence or absence of a contract did not create a signif i-
cant difference. Principals showed more difference in per-
ception of their position in the areas of concern for people 
and goals than the religious teachers and the lay teachers 
did. Two leadership dimensions - "concern for people" and 
"concern for goals" - were found present in the principals 
of Catholic elementary schools. It was also found that the 
presence of a negotiated contract did not inhibit or provide 
3. Peter Susumu Yamada, "Teachers' and Principals' Percep-
tion of the Leadership Role of the Catholic Parochial 
Elemenatry Principal in Schools with and without a Nego-
tiated Contract," unpublished doctoral dissertation, Ford-
ham University, New York, New York, 1973. 
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an incentive for the principals in exercising their leader-
ship roles. It was also found that principals perceived 
they could exercise their administrative leadership roles 
more freely than teachers perceived - whether or not there 
was a negotiated contract. 
Huffman 4 studied the union movement among lay teachers 
and discovered that lay persons have not exercised many 
rights within the authority structure of the Church and par-
ticularly within Catholic schools. The Church has supported 
the movement of workers toward unionism in every sector ex-
cept in the area of unionization of workers in Church-run 
institutions. The study, which was an historical analysis, 
found that Catholic education will survive, but the survival 
of Catholic school teachers' organizations depends on the 
structure of Catholic schools and the protection given by 
the government to Catholic school teachers' unions. Religion, 
education and unionism are uniquely combined in Catholic 
schools. 
Nami5 studied the effect of teachers' strikes in Cath-
4. Bonnie Jean Huffman, "Militancy Among Lay Teachers in 
American Catholic Education: Current Perspectives," 
unpublished doctoral dissertation, Case Western Reserve 
University, 1976. 
5. Peter Busama Nami, "Relationship between Selected Social 
Environmental Factors with Catholic Secondary Lay Teach-
ers' Strike Behaviors," unpublished doctoral dissertation, 
State University of New York, Buffalo, 1979. 
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olic schools on particular behaviors of the lay teachers in 
those strikes. He looked at the factors of union associa-
tion, social support, social pressure, fear of sanctions, 
commitment to Catholic schools and commitment to the Catholic 
faith, and he compared these factors to the strike behaviors 
of supporting or opposing the decision to strike, picketing 
or not picketing, and reporting or not reporting for class-
room duties. He found that while teachers of both sexes and 
all ages supported the decision to strike, male teachers who 
were comparatively younger and less experienced tended to be 
more active in the strike-associated behaviors. These young 
male teachers were more concerned about the reaction of their 
fellow teachers to their support of the union and were more 
fearful of not supporting the union. Both those who support-
ed and did not support the strike had a deep cormnitment to 
the Catholic faith. 
Boyle6 studied the relationship between faith cormnunity 
and teachers' unions in Catholic schools. Faith community 
was defined as a group of people united by common beliefs, 
bound by their mutual faith or common religion, with mutual 
support for the goals of the school. The purpose of the 
study was to determine whether or not the uniqueness of 
6. Donna Flaherty Boyle, "The Relationship between Faith 
Community and Teacher Unions in Catholic Schools; Impli-
cations for the Future of Catholic Schools," unpublished 
doctoral dissertation, Boston College, Boston, Massachu-
setts, 1980. 
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Catholic schools lies in their being faith communities and 
to examine the attitudes of Catholic school administrators 
toward unionization. The literature identified corrnnon ele-
ments relative to faith community, the nature of teachers' 
unions in Catholic schools, and the position of the Church 
on unions. A questionnaire was sent to the chief adminis-
trators of each Catholic school system in the United States; 
it sought information on the existence and status of teachers' 
unions and on the attitudes of chief administrators toward 
them. The study revealed that Catholic schools can exist 
while admitting unions in their midst. There was some con-
flict in the data as to whether unions impaired faith commun-
ity. There was general agreement that faith community was 
the basis for the uniqueness of Catholic schools. 
Palestini7 studied the effect of collective bargaining 
on the religious goals of Catholic high schools in Philadel-
phia. He was concerned about its effect on community of 
faith concept - the atmosphere of trust and warmth in the 
Catholic high school, which characterizes many of them. He 
also examined the effect of collective bargaining on volun-
tary service, good example set by administrators and teachers, 
7. Robert Henry Palestini, "Administrators' and Teachers' 
Perceptions Toward the Effect of Collective Bargaining 
on the Religious Goals of the Catholic Secondary Schools 
in the Archdiocese of Philadelphia," unpublished doctoral 
dissertation, Temple University, 1980. 
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and its effect on the form of worship practiced. While the 
majority of respondents indicated that collective bargaining 
had no negative effect on the community of faith concept in 
the Catholic high schools, the grouping of religious teachers 
and administrators perceived that collective bargaining had 
a more negative effect on community of faith than did the lay 
teachers. A significant number of administrators and relig-
ious f ~lt that collective bargaining had reduced the level 
of respect between teachers and administrators, lessened the 
sense of trust and partnership, curbed the sense of volun-
tarism and lowered the overall morale of the school. Overall 
the study revealed no perception of negative effects on com-
munity, service, example or worship in the Catholic high 
schools studied. 
A GENERAL INTRODUCTION TO 
COLLECTIVE BARGAINING IN CATHOLIC SCHOOLS 
There was no dispute in the literature that Catholic 
school teachers have the right to organize and bargain if 
they chose to do so. Authors repeated similar statements on 
the rights of workers and their right to organize for bar-
gaining. Those opposed to the organization of teachers' 
unions usually confine themselves to the problems and nega-
tive effects of collective bargaining on the school and the 
community served by the school. None of those opposed to 
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unionization stated that teachers have no right to bargain 
for better wages and conditions in Catholic schools. The 
evidence in written documents and statements of the Church 
is 50 overwhelming that a position against bargaining can 
not be seriously maintained by a rational spokesman. 8 This 
does not mean that all welcome the desire of teachers to 
unite. To the contrary, responsible commentators, in point-
ing ou' the rights of workers, also mentioned the negative 
effects of the bargaining process when it closely followed 
the traditional labor-management model of bargaining so 
familiar in the United States, especially in the industrial 
Northeast. 
Commentators made the point that while workers have the 
right to bargain, they are most inclined to resort to it when 
they feel squeezed by arbitrary and capricious administrators 
who run some schools. When there is a positive feeling about 
the way the school is directed, and the absence of an atmos-
phere threatening to their job security, teachers are usually 
less inclined to seek relief in bargaining. 
Meyers believed there are some working assumptions 
which underlie the process of collective bargaining: 
1. The worker has a right to a just living family saving 
8. John J. Augenstein, A Collaborative Approach to Personnel 
Relations, Washington, D.C., National Catholic Education 
Association, 1980, p. 3. 
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wage, and good working conditions. 
z. The workers have a right to organize, bargain col-
lectively, and (note this) participate meaningfully 
in decisions which affect the enterprise. 
3. Social justice requires the establishment of a struc-
ture or set of structures that assures justice will 
be provided. Paternalistic relationships are not 
enough. 
4. The Catholic Church, while it may be described as an 
institution, is more adequately described as Sacra-
ment Community, or the People of God. 
S. Some Church enterprises are more closely related to 
the central sacramental mission of the Church than 
are others. 
6. The Catholic school is best defined as a Christian 
Educational Community, and as such, it is more close-
ly related to the central sacramental mission. 
7. The govermnent must avoid excessive entanglement in 
in the religious affairs of the Church. 
8. Parents have the right to participate, usually 
through elected representatives, in policy decisions 
affecting the education of their children. This in-
cludes decisions concerning tuition and salaries. 
9. The nature of the structure provided to promote 
justice should be consonant with the nature of the 
institution and not antithetical to it. Conse-
quently, it would not be immoral to be opposed to 
certain types of structures or organizations either 
of managers, administrators, or teachers.9 
Meyers believed that those in Catholic education are 
looking for a structure which will meet these assumptions and 
guarantee social justice to those involved in the ministry of 
education for all lay and religious teachers, principals, 
pastors, parents, bishops and students. 
He believed that the relationships in a Christian Edu-
cational Community should be characterized by cooperation and 
9. John Meyers, "Toward Justice For All," Unionism in Catho-
lic Schools, Washington, D.C., National Catholic Education 
Association, 1976, pp. 17-18. 
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not conflict, by service to others not service to self, by 
harmony not hatred, by justice for all not justice for some, 
· 11 b th · · t t fai· th 1· n Jesus . 10 and especia y y erow in wi ness o 
Higgins said that teacher unions are here to stay and 
that we had better begin to learn how to deal with them con-
. 1 11 
structive y. Higgins felt that ground had been lost in 
the direction of labor union growth in the few years previous. 
There ~1as in his mind no question about the rights of teach-
ers to organize and bargain in Catholic institutions: 
for unless we can agree without equivocation that teach-
ers have the right to organize and bargain collectively 
and that school administrators have the duty to honor 
this right in practice, we are heading for serious trou-
ble - the kind of trouble that could divide the Catholic 
connnunity for many years to come.12 
According to Higgins there is a growing sense of human 
dignity; people are more conscious than ever before of their 
basic human rights. Higgins felt that while economic con-
cerns are important matters for teachers, even where there 
is a just and adequate wage paid to the teachers, there is 
still a need for teachers' unions. Forty odd years ago Amer-
ican business management made the mistake of not taking ser-
iously the determination of laborers to exert more influence 
over their lives: 
10. 
11. 
12. 
Ibid., p. 18. 
George Higgins, "Theological Perspectives," Unionism in 
Catholic Schools, Washington, D.C., National Catholic 
Education Association, 1976, p. 1. 
Ibid. , p. 2. 
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The time has come, I think, for our Catholic institutions 
to do what everybody else in the United States had to do 
forty years ago, and that is to begin to take seriously 
the right, or if you will, the obligation of people to 
organize into their own economic organizations--not to 
put our schools out of business but to enable them to 
carry on human relations in the economic field in the 
most sensible way that men have thus far been able to 
discover.13 
Augenstein suggested that rather than being the last in the 
field to follow the inevitable, Catholic school administra-
tors t2ke the lead in establishing progressive labor-manage-
ment relations in their particular profession. He affirmed 
the threefold right of organization, representation, and bar-
gaining. Augenstein admitted that some people perceive neg-
ative effects from the implementation of bargaining rights. 
They fear financial collapse will result from it, and a loss 
of administrative control; faculty division may occur. Others 
fear interference from outside teachers' organizations if af-
filiation with a larger union comes about. Augenstein admit-
ted these possible consequences, but thought they would be 
negated by leadership which is open, capable, understanding 
and self-confident on the part of teachers and administrators. 
This could be done if the administrators affirmed and imple-
mented the principle of shared decision making. Written per-
sonnel policies jointly drafted and jointly reviewed can be 
13. John J. Augenstein, "Teacher Unions, The Courts, and 
Catholic Schools," Contemporary Issues in Catholic 
Education, Washington, D.C., National Catholic Educa-
tion Association, 1978, p. 6. 
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devised. Augenstein said teachers should participate in the 
setting of salaries and working conditions, and all interest-
14 
ed parties should receive equal treatment. 
On their part, teachers decide on their own whether or 
not to organize, but should see that they do not alienate 
fellow teachers who are members of religious orders or of 
the clergy but who have the same rights as other teachers. 
Teachers should be willing to compromise on issues which di-
vide the two parties. 
For Augenstein the issue in bargaining is the imple-
mentation of the Church's social teaching seeking justice for 
workers in the school's community of faith. The need for a 
common understanding of several points by both parties under-
lies the issue. These points include the mission of the 
Church in education, the roles of teachers and administra-
tors and the teachers' organization. If these ideas are not 
understood at the beginning there will be great difficulty 
in reaching agreement. 
While it is clear that teachers have the right to or-
ganize, it is not so clear that they should: 
This decision should be left to the teachers. School 
administrators should not spy on union meetings, not 
hinder access to teachers by union members, nor fire a 
teacher for supporting a union, nor question workers 
about union activities, nor try to buy them off a griev-
ance connnittee. They should listen in good faith; when 
14. Augenstein, op. cit., p. 8. 
called on to do so, they should bargain in good faith. 
They should not allow the NLRB to manifest a stronger 
sense of justice to teachers than they do.15 · 
Those who believe that teachers in Catholic schools 
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should not organize into a union provide the strongest argu-
ment when they maintain that Catholic schools are different 
from public schools in that they function in a model known 
as the "faith corrrrnunity," which is at odds with the indus-
trial model functioning in public education. The adversary 
nature of bargaining and the suspicion and deceit that char-
acterize bargaining in the industrial model are not inclined 
to build trust and cooperation which is called for in Cath-
olic schools. Critics propose to find a different model 
than the industrial one. But there is a weakness in this 
thought: 
When new models are described, they often are very in-
effectual associations with heavy paternalistic over-
tones, or ... they call for the teacher to accept restric-
tions on pay and working conditions as their donation to 
the mission of the teaching Church.16 
Among others, Liebrecht 17 believed that teachers' or-
ganizations are the concern of the teachers themselves; they 
15. 
16. 
17. 
Edwin J. McDermott, "A Report on Unions and Catholic 
Schools," Washington, D.C., Unionism in Catholic Schools, 
National Catholic Education Association, 1976, p. 63. 
Ibid., p. 63. 
John Liebrecht, "Teacher Organizations in Catholic 
Schools," Washington, D.C., Unionism in Catholic Schools, 
National Catholic Education Association, 1976, p. 27. 
33 
are in the best position to determine the parameters of their 
organizations without needing to consult any higher author-
ity. The teachers themselves determine the criteria for 
membership, whether it is restricted or open, what structure 
it will take, whether it will involve one school or the whole 
diocese. 
Most of the bargaining units in Catholic schools have 
evolved from professionally oriented teacher associa-
tions. Such groups, when elected to become agents bar-
gaining for teachers, tend to become independent teacher 
unions or associations.18 
This tendency to remain independent locally is more 
characteristic of Catholic teachers' unions than joining 
system wide organizations. 
Liebrecht provided advice to administrators when con-
fronted with the movement of teachers to organize: 
1. Help the teachers' or8anization to be sensitive 
always to the expectation that, like Catholic school 
itself, the organization should be unique and will-
ing to identify that uniqueness. 
2. Work cooperatively with the organization in a spirit 
of mutual understanding and charity. 
3. Attempt to minimize any adversarial relationships 
which might tend to appear on occasion. 
4. Communicate, in a continuing dialogue, the hopes 
which administrators and board members and others 
have for the organization. 
He suggested several principles related to Catholic 
teachers' organizations: 
18. Edward J. Burke, "How Catholic Teacher Unions Begin," 
Negotiations in Cathcilic Schools, Washington, D.C., 
National Catholic Education Association, 1974, p. 9. 
1. 
2. 
3. 
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They have the need to identify the similarities and 
the differences between themselves and public school 
teachers' organizations. There are important differ-
ences. 
Because they are based on the concept of faith com-
munity, they must be designed to be an integral part 
of that corrrrnunity of faith. 
They must be very aware that the relationships be-
tween each public and each group of people is a vi-
tal concern.19 
Teachers' unions are normally instituted through a 
process involving several steps. The following process ap-
plied to Catholic teacher unions until the 1979 National 
Labor Relations Board (NLRB) decision: 
1. Teachers are asked to sign a union pledge card. If 
30 percent of the teachers sign, then they may sched-
ule an election under federal law. The NLRB may be 
called in to supervise and conduct the election, 
thereby protecting the rights of workers to organize. 
2. All teachers in the school are included in a secret 
ballot, government regulated election, voting for or 
joining a union or voting to join an affiliated union 
or an independent one. 
3. If the vote for the union does not have a majority 
of the voting teachers, then a new election can not 
be held for one year. 
4. Unions are required to accord everyone in the bar-
gaining unit fair representation, even those who are 
not members. 
5. Employers must bargain with the newly certified union 
and it has the exclusive right to represent all em-
ployees of the unit. 
6. Teachers have the right to seek a decertification 
election to terminate agreements with a union.20 
According to Burke the goal of collective bargaining is 
to reach a settlement; however, often the representatives of 
19. Leibrecht, op. cit., p. 27. 
20. Edwin J. McDermott, op. cit., p. 62. 
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the union and administration approach the process not equip-
ped to formulate the initial contract. Special skills and 
expertise are needed to give birth to a reasonable settle-
ment with a minimum of conflict. 
The request for bargaining by the local teachers' as-
sociation puts the pastor and or principal in a new situation. 
The intimate friendships which may have characterized the 
relationship between teachers and those directing the school 
may suffer as a result of different goals of the union and 
administration. The misunderstanding of the new relation-
ship between teachers and employers in a Catholic school 
leads to much disillusionment on both sides of the table. 
Teachers' associations at the diocesan level put much 
pressure on the superintendent who must carefully fulfill his 
complicated responsibilities in bargaining. The superinten-
dent should immediately designate someone to act as the bar-
gaining agent for the diocese, and that person needs to be a 
professional in the field. The issues of grievances, arbi-
tration, and other tortuous interests require competent 
counsel. This person should be an experienced attorney, who 
must speak as the sole voice in negotiations. The superin-
tendent must inform the negotiator of the parameters of the 
negotiations and the limits the diocese is willing to go to 
obtain labor peace, as well as those items which are non-
negotiable on-the part of the diocese. The many questions 
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to be answered require his close cooperation with the nego-
tiator, and the full support of the bishop in advance. ·This 
responsibility as a communicator is most essential for the 
. d t 21 superinten en . 
Wise people approach the negotiations with the caution 
that they must assume nothing and analyze everything. The 
major areas of interest are money, working conditions, and 
the rights of union and employer. It is best that only one 
spokesman speak for each side and that this person be the 
most knowledgable in the areas concerned. In the first round 
of negotiations the employer retains the most initiative, 
since it is up to the employer to determine the terms and 
conditions of employment and the union must seek to alter 
them in its favor. The union submits proposals, and after a 
period of review and reflection, the employer responds to 
the proposals and offers counter proposals of his own. 
There may be open discussion in a give and take man-
ner, but it is also normal, 
for the employer to listen to the unions' arguments in 
favor of a position, ask questions to clarify aspects 
of the proposal and then to adjourn to a separate room 
or caucus, to discuss the proposal in depth.22 
21. Edward Burke, op. cit., p. 11. 
22. Edward Burke, "Collective Bargaining as a Process," 
Negotiations in Catholic Schools, Washington, D.C., 
National Catholic Education Association, 1974, p. 17. 
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In this private meeting all members of both co~mittees 
freely exchange points of view, but when returning to the 
table, they revert to one spokesperson. It if is possible 
or reasonable to accept a proposal, then this proposal may 
become an element in further bargaining or a "chip" to be 
used to evoke a concession. If the proposal is unreasonable 
or puts an unreasonable burden on the employer, then it must 
be resisted. As time goes on the number of demands become 
focused on the most important priorities of the union and on 
the managable commitments of the administration. If an im-
passe is reached, mediation may be sought to help both par-
ties get a better perspective on the issues involved. 
At this point anything can happen and the side that is 
best prepared to maintain its position will normally 
prevail in a majority of the basic issues.23 
In most cases negotiations lead to a peaceful settle-
ment, with the union gaining all it thinks it can at this 
time and setting the ground work for more gains in the future. 
Occasionally, the parties cannot reach agreement and the em-
ployer must be ready for a strike. If the employer is not 
prepared to resist the pressure which will come to bear after 
the strike has begun, he is better off making the necessary 
concessions to avoid the strike. 
It is wise for both parties to reach a prior agreement 
that they will not discuss the negotiations with the press 
23. Edward Burke, op. cit., p. 18. 
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until a settlement is reached, or a strike begins. Public 
controversy only aggravates a difficult situation and creates 
unnecessary obstacles in the way of agreement. After the 
process is completed, school administrators need to remember 
that the good will and support of the teachers is necessary 
if quality education is to be provided. 
Problems With Collective Bargaining 
Many good things have been accomplished through the 
union movement. But this does not mean that bargaining is 
always a positive experience for a Catholic school or those 
involved in it. 
For many who have had some familiarity with the social 
encyclicals of Leo XIII and Pius XI, there may be an 
initial impulse to feel that the best way to deal with 
teachers is through teachers' unions. For those who 
have had to deal with the raw display of militant teach-
er power, there has been a much closer look at the dif-
ferences between the rights of teachers to organize unions 
which is indisputable, and the desirability of such unions 
in Catholic school.24 
The literature reported that the effects of bargaining 
on the work relationships in a Catholic school is mixed. 
Some authors comment on the success of negotiations and a 
greater understanding of the position of both sides. There 
has been greater financial accountability and clearer per-
sonnel practices, but each particular institution has its 
24. Edward Burke, "How Catholic Teacher Unions Begin," 
Negotiations in Catholic Schools, op. cit., p. 12. 
39 
distinct character. 
Inexperienced and uninformed principals, pastors and 
teachers may believe that just having a positive attitude 
and a Christian sense of sincerity and compassion will be 
sufficient preparation for success in the collective bargain-
ing process. They fail to realize that collective bargaining 
is an adversary relationship in which both sides try to gain 
as many of their wants as possible, using whatever devices 
and strategies are available to them. They don't realize 
that compromise, often a little at a time, is the way to 
find an agreement. It is a mistake to believe that because 
they are adults and acting in good faith, they are equipped 
by personality or temperment to cope with the stress of bar-
gaining. The complexity of the issues and misunderstandings 
on both sides leads to firings, walkouts, and strike behavior. 
It is this misunderstanding of the real nature of mature bar-
gaining that is the cause of most disagreements which occur 
in Catholic schools involved in the process. 25 
The appearance of teachers' unions has changed this 
traditional relationship between the administrators and the 
lay teachers in the unions. The principal becomes more a 
manager than instructional leader. The religious teacher is 
now considered a part of the management or as a professional 
25. Steve Askin, "Catholic Teachers Struggle for Jobs and 
Representation," National Catholic Reporter, June 29, 
1980, p. 24. 
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teacher who can be counted with other teachers. 
Thus, the appearance of a teachers' union in the school 
leads to a division in a faculty where religious and lay 
teachers ~gy once have worked together as a community of 
scholars. 
Burke spoke from his O'i>m experience in the negotiating 
process including a teacher strike, which was detrimental to 
the morale of the school and the spirit of the institution. 
He maintained that the relationships between faculty and 
administration members often change from a warm and close 
working relationship to a distant and insulated professional 
one after collective bargaining begins. He blamed the bar-
gaining process and those forces which led to its becoming 
necessary. Once the step is taken to collective bargaining, 
there is no turning back for the participants. Teachers who 
have asserted themselves by gaining a bargaining unit are 
not about to renounce it in favor of the old system of ac-
cepting the offerings of the administration. 
26. 
27. 
It is perhaps possible that an overly zealous promotion 
of teachers' unionism, particularly of the trade union 
type, has distracted schools and school systems from 
providing an equally zealous concern that this growth 
consistently reflect the philosophical aims and object-
ives of the Christian school community.27 
John Olsen, "Effects of Teacher Unions on Catholic School 
Personnel," Negotiations in Catholic Schools, National 
Catholic Education Association, 1974, p. 29. 
Bro. Matthew Burke, C.F.X., "Life Styles in Unionized 
Catholic Schools," Unionism in Catholic Schools, National 
Catholic Education Association, Washington, D.C., 1976, 
p. 39. 
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According to Burke the bargaining process pits one side 
against the other and becomes essentially a struggle for 
greater control. The settlement, for the administration, is 
a temporary truce in the process of a long retreat from the 
power to direct the school. The ultimate goal of the union 
is to assert and maintain as much control over the school as 
possible, with little concern for the long-range effects on 
the scl.ool. 
Negotiations in this process make great emotional de-
mands of the participants, with acrimony raised on both sides. 
Contract settlements often include changes in tenure proced-
ures advantageous to the faculty. Religious teachers are 
excluded by a lay-only union, and must go along with whatever 
the union gains for the lay members. Anything in the life of 
the school is potentially a negotiable item. When the finan-
cial position of the school is thoroughly investigated, the 
union moves on to other areas of school business and it be-
comes clear it seeks simply to maintain a powerful, but over-
balanced influence on the administration of the school. Union 
incursions into the administrative areas of the school include 
working conditions such as class size, number of preparations, 
free time, and similar items. While working conditions be-
come the subject of established grievance procedures, the top 
priority of unions apply to the area of teacher dismissals 
and terminations. The union prestlllles the dismissed teacher 
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has been treated wrongly by the administration. The atmos-
phere surrounding bargaining is no longer warm but a cold 
. l'k 1 . h' 28 formal business i e re ations ip. 
Instead of dedication and mutual support that are antici-
pated to characterize a truly Christian school, there is 
increasing concern that collective bargaining under union 
auspices, will encourage a decline in the spirit of vol-
untarism, generosity, and mutual trust between faculties 
and school administration.29 
PAPAL TEACHING ON COLLECTIVE BARGAINING 
During the Middle Ages the guild system developed in 
Western Europe as a way in which craftmanship might be pro-
tected and the just and orderly continuation of society ef-
fected. In this system, every one had his place and the 
stages of mastery provided the holder with status and posi-
tion in the social structure. As events and circumstances 
brought guilds to an end, there was no teaching of the Cath-
olic Church about these types of associations to which be-
lievers could turn for guidance. The onset of the Indus-
trial Revolution created a new class; uorking people, who 
would have ordinarily spent their lives in rural settings, 
responded to the steady employment offered by the factories 
growing in the old and new urban settings. The workers at 
these machines were trained in their operation and therefore 
28. Bro. Matthew Burke, op. cit., p. 41. 
29. Ibid. 
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became somewhat skilled. By the time the century ended, 
reasonable men, especially those who found themselves in the 
factories, realized that the exploitation occurring at the 
hands of the owners must be confronted and reduced. In the 
light of a growing yet inf ant labor movement the body of 
social teaching of the Catholic Church began. 
The tradition of the Catholic Church has seen in the 
Pope it's supreme teaching authority. Throughout history 
from the time of the early Church until the present day, the 
Pope has used this authority in the attempt to instruct the 
faithful in matters of faith and moral principle as the need 
arose. In the occasionally fortunate combination of events 
and personality, Leo XIII became Pope in 1878 and faced the 
issue of workers rights. It was a time when there was no 
harmony between the Papacy and the people of the Church. 
During the funeral procession of his predecessor Pius IX 
a cursing, stone throwing mob followed the funeral car-
tage to the body's final resting place at San Lorenzo 
outside the walls and threatened to throw the dead Pope's 
body into the Tiber River.30 
There was a strong tide of anticlericalism and unrest in 
society. Laborers were treated badly and employers tolerated 
no interference with the way business was conducted. Fearing 
that a revolutionary atmosphere would undermine the Church, 
30. Katherine Lamboley, "Leo XIII Worker's Pope Favored 
Unions," National Catholic Reporter, September 7, 1979, 
p. 87. 
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the Popes preceeding Leo XIII had resisted the changing 
times, but Leo XIII was different. As a child he became 
concerned with the plight of the neighborhood's poor, many of 
whom his mother fed and clothed. Although he was not healthy, 
·he was ambitious and hard working. As a priest, bishop and 
cardinal, he worked for the underprivileged. He conducted 
schools to help the young in an industrial age. He estab-
lished orphanages, free kitchens, grain reserves and even a 
savings bank. He was called to be Pope at sixty-seven and 
social reform remains his lasting monument. 
On The Condition Of Workers. The first statement of 
Catholic social teaching was made to a worldwide audience by 
Pope Leo XIII, who issued the encyclical: Rerum Novarum, on 
May 15, 1891. An encyclical is a teaching letter used to ex-
plain doctrine or policy to the whole Church; it has moral 
authority and must be listened to. The title in English is 
usually rendered: On The Condition Of Workers. In it the 
Pope took note of the changing nature of the modern world and 
used much of the letter defending the right of private prop-
erty, both for the owner and laborer. He attempted to coun-
ter the spread of Socialism and other revolutionary beliefs. 
He noted that the modern worker is easily victimized by the 
31 greed of his employers, who put a yoke of slavery on the 
31. Pope Leo XIII, Rerum Novarum, National Catholic Welfare 
Conference, Washington, D.C., 1942, par. 6, p. 2. 
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afflicted worker. The Pope warned against exploitation: 
When the worker places his energy and his labor at the 
disposal of another, he does so for the purpose of get-
ting the means necessary for livelihood. He seeks in 
return for the work done, accordingly, a true and full 
right not only to demand his wage but to dispose of it 
as he sees fit.32 
The worker has the ownership of his labor and may market it 
to his best advantage. 33 The laborer is instructed to pro-
vide good labor conscientiously for his wage. He is duty 
bound in the eyes of God to perform what is reasonably ex-
pected. The rich too, have responsibilities toward those 
less fortunate than themselves. 
Workers have the right to better themselves in society 
so that they may provide for their particular needs and help 
close the gap between the poor and the rich. 
In our present age of greater culture, with its new cus-
toms and way of living, and with the increased number of 
things required by daily life, it is most clearly neces-
sary that workers' associations be adapted to meet the 
present need. It is gratifying that societies of this 
kind and composed either of workers alone or of workers 
and employers together are being formed everywhere, and 
it is truly to be desired that they grow in number and 
in active vigor. Although We have spoken of them more 
than once, it seems well to show in this place that they 
are highly opportune and are formed by their own right, 
and, like·wise to show how they should be organized and 
what they should do.34 
For late nineteenth century Europe in Catholic coun-
32. Op. cit., par. 9, p. 3. 
33. Op. cit., p. 3. 
34. Op. cit., par. 69, p. 25. 
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tries this was a powerful endorsement. Employers who had 
been maintaining that organizations of workers were sinful or 
the work of the devil lost the force of that argument. 
No great change was immediately effected, but as the 
labor movement began to gain strength it claimed a powerful 
moral ally for its legitimacy in the teaching of the Pope. 
In countries where the Catholic worker population was or be-
came si6nificant, the clear approval of this statement al-
lowed people of faith to pursue their claims with the confi-
dence of a clear conscience. Neither could any employer or 
government maintain that workers were acting contrary to the 
teachings of Christ or the Church. As the twentieth century 
began and the labor movement gained strength both in Europe 
and in America the impact of this document grew and spread 
with the movement itself. 
On Reconstructing The Social Order. By the time of the 
fortieth anniversary of On The Condition Of Workers it was 
recognized as a milestone in social thought. Therefore on 
the fifteenth of May, in 1931, forty years to the day it was 
issued, Pope Pius XI issued his own encyclical, Quadragesimo 
~' literally Forty Years (have passed, etc.) to praise and 
commemorate the original encyclical and to clarify its teach-
ing. This letter called in English, On Reconstructing The 
~ocial Order, begins by acclaiming the significance of Leo's 
letter. 
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Forty years have passed since Leo XIII's peerless encyc-
lical, On The Condition Of Workers, first saw the light, 
and the whole Catholic world, filled with grateful re-
collection, is undertaking to commemorate it with be-
fitting solemnity.35 
Pius explained that the new type of economic life which 
came into being at the end of the nineteenth century began to 
divide society into two classes, the smaller class enjoying 
the advantages of technology and the much larger class of 
those ~ho provide the labor but did not share the benefits: 
the huge multitude of working people, oppressed by 
wretched poverty, was vainly seeking escape from the 
straits wherein it stood.36 
Pius warmly congratulates Leo for his effort saying the 
letter was "in advance of its time beyong all expectation. 1137 
He explained the benefits which derived from it in so far as 
it had influenced the teaching of the Church and the actions 
of people worldwide. The effect of On The Condition Of 
Workers said Pius XI was to 
35. 
36. 
37. 
lift up that class which on account of the modern expan-
sion of industry had increased to enormous numbers but 
not yet had obtained his rightful place or rank in human 
society and was, for that reason, all but neglected and 
despised - the workers. 
From that time on, fuller means of livelihood have been 
more securely obtained; for not only did works of bene-
ficence and charity begin to multiply at the urgings of 
the Pontiff, but there have also been established every-
Pope Pius XI, On Reconstructin the Social Order, United 
States Catholic Con erence, Washington, D.C., 80, 
par. 1, p. 5. 
Ibid., par. 3, p. 6. 
Ibid., par. 14, p. 8. 
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where new and continuously expanding organizations in 
which workers, craftsmen, farmers, and employees of 
every kind, with the counsel of the Church and frequent-
ly under the leadership g~ her priests, give and receive 
mutual help and support. 
This letter also 
encouraged Christian workers to found mutual associations 
according to their various occupations, taught them how 
to do so, and resolutely confirmed in the path of duty a 
goodly number of those to whom socialist organizations 
strongly attracted by claiming to be the sQle defenders 
and champions of the lowly and oppressed.3Y 
In summarizing his view of the importance of On The 
Condition of Workers, Pius compares it favorably with another 
memorable document: 
On the basis of the long period of experience, it cannot 
be rash to say that Leo's Encyclical has proved itself 
the "Magna Charta" upon which all Christian activity in 
the social field ought to be based, as on a foundation.40 
Pope Pius again affirmed the right of private property 
and devoted many pages to the concept of the just wage. He 
most clearly adds his approval to organized associations of 
workers near the end of this letter, written in the midst of 
the Great Depression, where he makes his own point and quotes 
his predecessor at the same time: 
We consider it enough to emphasize one point: People 
are quite free not only to found such associations, which 
are a matter of private order and private right, but also 
in respect to them "freely to adopt the organization and 
38. Pius XI, op. cit., par. 23 & 24, p. 11-12. 
39. Ibid., par. 31, p. 14. 
40. Ibid., par. 39, p. 16. 
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the rules which they judge most appropriate to achieve 
their purpose''. The same freedom must be asserted for 
founding associations that go beyond the boundaries of 
individual callings. And may these free organizations, 
now flourishing and rejoicing in their salutary fruits, 
set before themselves the task of preparing the way, in 
conformity with the mind of Christian social teaching, 
for those larger and more important guilds, industries, 
and professions, which We mentioned before, and make 
every possible effort to bring them into realization.41 
This statement is extremely clear: associations of 
workers are approved by the Church and its chief teacher as 
long as they are free and freely entered. 
Mother and Teacher. On May 15th in 1961, the seven-
tieth anniversary of On The Condition Of Workers, another 
chapter was added to the Church's collection of Social En-
cyclicals. This one called Mater et Magistra or Mother and 
Teacher, was dedicated to the concept of Christianity and 
Sccial Progress. Seventy years had now passed since On The 
Condition Of Workers and the world was much different from 
the antibellum society of Leo XIII. Pope John XXIII saw 
labor relations from a twentieth century context. 
Pope John XXIII re-emphasized this broader view of work 
relations; in Mater et Magistra, he reaffirmed what Pius 
XI had said namely; "that work agreements (should) be 
tempered in certain respects with partnership arrange-
ments, so that workers and officials become participants 
in ownership, or management, or share in some manner in 
profits". 
Pope John developed this theme more fully in the same 
encyclical: "Furthermore, as did our predecessors, We 
41. Pope Pius XI, op. cit., par. 87, p. 32. 
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regard as justifiable the desire of employees to be part-
ners in enterprises with which they are associated and 
wherein they work". He admits this will vary in each 
situation, but states emphatically: "We do not doubt 
that employees should have an active part in the affairs 
of the enterprise wherein they work, whether these be 
private or public. But it is of the most importance that 
productive enterprises assume the character of a true 
human fellowship whose spirit suffuses the dealing, 
activities and standing of all its members".42 
Pope John XXIII said Catholic social teaching began 
with On The Condition Of Workers and in some ways all subse-
quent developments are commentaries on that letter. Leo XIII 
finds his lasting legacy in this document which is almost 
always quoted by his successors as setting the standard for 
the Church's expression of concern for the rights of the 
worker in modern society. 
By far the most notable evidence of this social teaching 
and action, which the Church has set forth through the 
centuries undoubtedly is the very distinguished encycli-
cal letter, Rerum Novarum, issued seventy years ago by 
our predecessor of immortal memory Leo XIII. Therein he 
put forward teachings whereby the question of the work-
ers' condition would be resolved in conformity with 
Christian principles.43 
Seldom have the admonitions of a Pontiff been received 
with such universal approbation, as was that Encyclical 
of Leo XIII, rivaled by few in the depth and scope of its 
reasoning and in the forcefulness of its expression. In-
deed, the norms and recommendations contained therein 
were so momentous that their memory will never fall into 
oblivion. As a result, the action of the Catholic Church 
became more widely known. For its Supreme Pastor, making 
his own the problems of weak and harassed men, their com-
42. Vincent P. Mainelli, "Demoracy in the Working Place," 
America, January 15, 1977, p. 29-30. 
43. Vincent P. Mainelli, Official Catholic Teachings, Social 
Justice, A Consortium Book, McGrath Publishing Co., 
Wilmington, North Carolina, 1978, par. 7, p. 2. 
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plaints and aspirations, had devoted himself es~~cially 
to the defense and restoration of their rights. 4 
Pope John affirms that a just wage must be paid by all 
employers: 
In this connection, it is today advisable as our prede-
cessor clearly pointed out, that work agreements be tem-
pered in certain respects with partnership arrangements, 
so that "workers and officials become participants in 
ownership, or management, or share in some manner in pro-
fits".45 
Plthough the Popes recognized the right of workers to 
band together, they also stressed the hope that workers and 
employers would put aside the adversary relationship which 
characterizes negotiations and join in a useful partnership 
between capital and the means of labor. Pope John maintained 
that it is not his place or within his ability to determine 
how and under what circumstances this should take place but: 
We do not doubt that employees should have an active part 
in the affairs of the enterprises wherein they work, 
whether these be private or public.46 
Labor unionism has many things in common with the Gath-
olic Church; it is most strong in Western culture, where the 
Christian nations and those nations which are their descend-
ants through culture and language have grown. In Mother and 
Teacher, the Pope endorsed collective bargaining between as-
sociations of workers and the employer. 47 Collective bar-
44. Vincent P. Mainelli, op. cit., par. 8, p. 2. 
45. Ibid., par. 32, p. 7. 
46. Ibid., par. 91, p. 22. 
47. Vincent P. Mainelli, Pope John XXIII, Mater et Magistra, 
par. 100, p. 25. 
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· g gives workers an opportunity to exert influence out-gain1n 
side the limits of their company and to extend that influence 
to other workers. 
Pope John wished to provide encouragement to those who 
worked in the difficult field of labor relations and gave 
them his approval: 
It is fitting, therefore, that our thoughts and paternal 
affection be directed toward the various professional 
gro.ips and associations of workers which, in accord with 
principles of Christian teaching, carry on their activ-
ities on several continents. We are aware of the many 
difficulties experienced by these beloved sons of ours, 
as they effectively worked in the past and continue to 
strive both within their national boundaries and through-
out the world, to vindicate the rights of working men and 
to improve their lot in life.48 
The Church In The Modern World. A change took place at 
the Second Vatican Council. The Catholic Church, which for 
centuries and in its documents and actions had believed it-
self the hierachial leader of the world, began to perceive 
the mission of the Church in the modern world was as the ser-
vant to the people of God, and the guide of the progress of 
people in the area of social justice. The Church descended 
the throne of pontifical exhortation and moved more into the 
mainstream of social conn:nentary. Pope John XXIII must take 
much of the credit for this adaptation into the new spirit 
of the time. His goal was to "open the windows of the Church" 
and let new light in, allowing for a freer exchange of ideas. 
48. Vincent P. Mainelli, op. cit., par. 100, p. 25. 
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From Pope John XXIII onwards, previous teaching is cer-
tainly taken up and integrated, but the traditional pat-
tern of problems nevertheless falls apart. The Church 
adopts a different attitude to the world: that of a 
"servant", it will soon be said, of the human community. 
An organized synthesis takes shape. It comprises a wider 
and more complex field than that of the earlier docu-
ments. And this approach brings up again in new form 
problems such as the right of association, wages and be-
fore long, that of natural resources.49 
Pope John XXIII called the Second Vatican Council into 
session to effect a modernization of the Church, to bring the 
message of Christ more into the consciousness of men by hav-
ing it address the concerns of people today in understandable 
terms. In one of the sixteen major documents issued by the 
Council, the Catholic bishops with the approval of the Pope 
set forth their position on the purpose of the Catholic 
Church in the modern world. This document called Gaudium et 
Spes or The Pastoral Constitution On The Church In The Modern 
World, issued December 7, 1965, dealt with many issues of 
concern to the bishops under general headings such as: "The 
Dignity of the Human Person"; "The Community of Mankind"; 
"Nan's Activity Throughout the World"; and "The Role of the 
Church in the Modern World". After treating of these areas 
at length, the document turned to specific problems of spec-
ial urgency, among them: "Fostering the Nobility of Harriage 
49. Michael Schooyas, "Catholic Social Thought to 1966: An 
Historical Outline," Church Alert, Nov.-Dec., 1977, par. 
4, in Mainelli, op. cit., p. xi. 
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and the Family"; "The Proper Development of Culture"; and 
"Socio-economic Life". Under this last heading the bishops 
provided their viewpoint on the Church's responsibility to 
comment on the active life of men: 
Now in this area the Church maintains certain principles 
on justice and equity as they apply to individuals, so-
cieties, and international relations.SO 
In this same section of the overall document the bish-
ops declared their position in a paragraph which is always 
quoted in modern times whenever the discussion turns to the 
right of labor unionism: 
Among the basic rights of the human person must be count-
ed the right of freely founding labor unions. These 
unions should be truly able to represent the workers and 
to contribute to the proper arrangement of economic life. 
Another such right is that of taking part freely in the 
activity of these unions without risk of reprisal.51 
No new information was presented here i;.;hich has not al-
ready been said elsewhere. It is a sharply clear statement 
in modern language about the right to organize which should 
not be taken for granted. 
The next paragraph mentioned the right of workers to 
strike against the employer; a right not mentioned before 
this time in Papal documents: 
50. 
51. 
Even in present-day circumstances, however, the strike 
can still be a necessary, though ultimate, means for the 
defense of the workers' own rights and the fulfillment 
Walter Abbott, Gen. Ed., The Documents of Vatican II, The 
Pastoral Constitution on the Church in the Modern World, 
1966, p. 272. 
Ibid., p. 277. 
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The remainder of the document concerns itself with the fos-
tering of peace in the international community. 
A Call To Action. On May 14, 1971, the eightieth an-
niversary of On The Condition Of Workers, Pope Paul VI wrote 
a personal letter for publication which as been added to the 
canon of the papal documents on labor unions. It is named 
A Call To Action: Apostolic letter of Pope Paul VI to Cardin-
al Maurice Roy, President of the Council of the Laity and of 
the Pontifical Commission on Justice and Peace on the Occa-
sion of the Eightieth Anniversary of the Encyclical Rerum 
Novarum. In speaking of the purpose of unions he says: 
The important role of union organizations must be ad-
mitted: their object is the representation of the vari-
ous categories of workers, their lawful collaboration in 
the economic advance of society, and the development of 
the ser1se of their responsibility for the realization of 
the common good .... Here and there the temptation can 
arise of profiting from a position of force to impose, 
particularly by strikes--the right to which as a final 
means of defense remains certainly recognized--conditions 
which are too burdensome for the overall economy and for 
the social body, or to desire to obtain in this way de-
mands of a directly political nature. When it is a ques-
tion of public services, required for the life of an en-
tire nation, it is necessary to be able to assess the 
limit beyond which the harm caused to society becomes in-
admissable. 53 
Part VI prohibited strikes in public services which 
would seriously disrupt society. 
52. Walter Abbott, ol. cit., p. 277. 
53. Pope Paul VI, Ca 1 To Action, Mainelli, op. cit., 
sec. 14, p. 261. 
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On Human Work. The most recent papal statement involv-
ing the rights of workers to unionize and explaining their 
responsibilities when doing so was an encyclical written by 
the present Pope, John Paul II, who on September 14, 1981, 
released his letter Laborem Exercens, translated as On Human 
work. The Pope intended to release this letter on the nine-
------tieth anniversary of On The Condition Of Workers, but his 
attempLed assassination and recovery delayed its final re-
vision until September of 1981. The Pope sought to use the 
anniversary to issue his own statement on the world of work: 
I wish to devote this document to human work, and even 
more to man in the vast context of the reality of work.S4 
During the years that separate us from the publication of the 
encyclical, The Condition Of Workers, the social question has 
not ceased to engage the Church's attention.SS In references 
which almost seem coded to the then inflamed Polish labor 
situation, the Pope says: 
From that time, worker solidarity, together with a clear-
er and more conrrnitted realization by others of workers' 
rights, has in many cases brought about profound chan-
ges.S6 
He used the word solidarity repeatedly to mean the unity of 
workers. The Pope discussed the tension between labor and 
capital and then the rights of workers within the broad con-
54. 
55. 
56. 
Pope John Paul II, Laborern Exercens, United States Cath-
olic Conference, Washington, D.C., p. 3. 
Ibid., p. 5. 
Ibid., p. 18. 
57 
text of human rights. Perhaps because of his personal inter-
est in the labor movement, especially in his own homeland, he 
devoted an entire section of nine paragraphs or some 1100 
words to the importance of unions in modern society. 
All these rights, together with the need for the workers 
themselves to secure them give rise to yet another right: 
the right of association, that is, to form associations 
for the purpose of defending the vital interests of those 
employed in the various professions. These associations 
are called labor or trade unions. The vital interest of 
the workers are to a certain extent common for all of 
them; at the same time, however, each type of work, each 
profession, has its own specific character which should 
find a particular reflection in these organizations.57 
He went on to say that unions grew out of the struggle 
of the workers, especially industrial workers to protect their 
just rights. These unions are "an indispensable element of 
social life 11 • 58 He believed that in Catholic social teach-
ing unions are a "mouthpiece for the struggle for social 
justice, for the just rights of working people in accordance 
with their individual professions 11 • 59 The goal of unions in 
their struggle is to provide unity for the human community 
and to find a working relationship between the different di-
visions of economic life. Union activity may enter the field 
of politics, but should refrain from becoming entangled with 
a particular political party. Unions function within their 
57. Pope John Paul II, op. cit., p. 45. 
58. Ibid., p. 46. 
5 9 . lb id. ' p. 4 6 • 
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competence when fosterin3 the betterment of their members by 
education and social programs improving their lot in lire. 60 
Unions may strike as an ultimatum to employers, under the 
proper conditions and with just limits; but essential com-
munity services may not be the subject of a strike which 
could paralyze the whole of socio-economic life. 61 The Pope 
closed his letter by outlining elements for a spirituality 
of work. 
Other Church Teaching. The Popes have spoken repeated-
ly over the last ninety-three years about the rights of work-
ers. They are not the Church's only spokesmen in this matter. 
The Catholic bishops of the world assembled together 
in conference or "Synod" may teach with authority. The 1971 
Synod of Bishops, meeting in Rome, issued a statement called 
Justice in the World, which called for the rights of Church 
employees. Examining the methods of Church action, the bish-
ops said: 
The Church is bound to give witness to justice, she rec-
ognizes that anyone who ventures to speak to people a-
bout justice must first be just in their eyes .... Within 
the Church rights must be perserved. No one should be 
deprived of his ordinary rights because he is associated 
with the Church in one way or another.62 
60. Pope John Paul II, op. cit., p. 47. 
61. Ibid., p. 48. 
62. United States Catholic Conference, Justice In The World, 
Washington, D. C. , 1972, p. 44 in Krier, Donna M., "The 
Development of Labor-Management Relations in the Catholic 
Schools of the United States", unpublished research paper, 
Loyola University of Chicago, Institute of Industrial Re-
lations, 1981, p. 11. 
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National groups of bishops may teach with authority and 
issue statements which apply to the areas under their juris-
diction. In America the organization of bishops is called 
the National Conference of Catholic Bishops (NCCB) and the 
secular business agency of this group is called the United 
States Catholic Conference (USCC). A document issued by the 
American bishops in 1976, also called A Call To Action, point-
ed out that the Church in America did not lead the way in re-
flecting papal teaching in areas of social justice including 
granting collective bargaining to teachers. 
It made this recommendation: 
That in order to increase the credibility and integrity 
of its efforts in this area, the Catholic connnunity rec-
ognizes and supports the rights of its employees, includ-
ing documented and undocumented in the Church or church-
re lated institutions, to form and/or join unions and 
other appropriate organizations of their own choosing 
to represent their collective interests and concerns.63 
In the same year the bishops published a statement cele-
brating the Bicentennial called, On Liberty And Justice For 
All. In that document the bishops made the following resolu-
tions: 
1. That the social doctrine of Popes John XXIII, and 
Paul VI, Vatican II, the United States Bishops and the 
social teachings of the Church in their historic develop-
ments since 1891 be taught, respected and implemented. 
2. That Catholics encourage and assist unemployed and 
unorganized workers ... to join or form unions to repre-
sent their connnon interests and support legislation which 
63. United States Catholic Conference, "Call To Action Con-
ference," Origins VI, November 11, 1976, p. 339. 
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encourages such organization ... We ... urge Catholics in 
labor, management and government to support these organ-
izing efforts.64 · 
A subcommittee of the United States Catholic Conference 
issued a report to the membership as a whole on September 15, 
1977, called Teacher Organizations in Catholic Schools. The 
subcorrnnittee had been working for some time on this project 
and its findings, while not the last word on collective bar-
gainin6 in Catholic schools, did make some very clear points. 
This report had only the force of a recommendation to the 
membership at large, which is the Catholic bishops. The sub-
corrnnittee investigated many aspects of the Catholic school 
and the rights of workers. It made a statement specifically 
about the rights of Catholic school teachers. 
The free exercise of these rights pertains to Catholic 
school teachers and other school eraployees in the same 
way it related to the employees of other Catholic insti-
tutions and secular organizations. We firmly believe 
that Catholic school teachers should not only study and 
understand these rights but should consider a responsi-
bility toward their fellow teachers as they examine the 
possibility of even necessity of collective bargaining.65 
Along with this right the statement mentioned the right 
of teachers to select their own organizations to represent 
them, the right to free elections, negotiations, arbitration 
64. 
65. 
United States Catholic Conference, On Liberty And Justice 
For All, Origins, Loe. cit., p. 330, Krier, p. 9. 
USCC , Teacher Organizations in Catholic Schools: A 
Report, Subcommittee on Teacher Organizations, September 
Is, I977, p. 6. 
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and conciliation. It said the membership of religious teach-
ers in a bargaining unit is a question that requires further 
study. 
This report then recommended five steps to assure pro-
cedural justice for Catholic school employees. Each diocese 
should develop written personnel policies in consultation 
with the teachers, and include the teachers in their develop-
ment aild implementation. It encouraged school officials to 
cooperate with teachers who wanted to form a bargaining unit, 
and to be guided by the community of faith concept in formu-
lating the bargaining process. Finally they recommended the 
training for leaders who must be involved in the bargaining 
process. 
In a statement released on August 27, 1979, Msgr. George 
Higgins, a leading Catholic spokesman for collectiv2 bargain-
ing in Catholic schools, talked about the rights of workers 
within Church institutions to unionize, and the responsibility 
of Church authorities to see that workers are not denied these 
rights. 
For the limited purposes of this annual Labor Day State-
ment, this means at the very least, that Church leaders 
and administrators of church-related institutions must 
unequivocally recognize the right of their employees to 
organize, if they so desire, for the purpose of collec-
tive bargaining. Any direct or indirect attempt to cir-
cumvent or to interfere with the free exercise of this 
right will predictably lead to serious trouble--the kind 
of trouble that could divide the Catholic community for 
many years to come and neutralize the effectiveness of 
62 
ongoing church-related programs for social justice both 
at home and abroad.66 
On November 19, 1981, the United States Catholic Con-
ference announced a pastoral letter, Health and Health Care, 
directed to the Health Care Industry. This statement said: 
An important and indispensible responsibility of employ-
ers is the duty to deal justly with all employees. This 
involves not only just wages, fringe benefits and the 
like, but also the effective honoring of the desire of 
employees "to be treated as free and responsible men and 
won.en, able to participate in the decisions which affect 
their life and their future". This calls for the full 
recognition of the rights of employees to organize and 
bargain collectively.67 
While it is clear the Church has taken leadership and 
extended it in the area of labor-management relations it 
should not be assumed that these principles are warmly ac-
cepted by all those with positions of authority and respon-
sibility within the Church. There are those who feel there 
is no need for unions, while recognizing the theoretical 
right of their formation. 
In the 1970's, Cardinal Krol of Philadelphia, Bishop 
Grutka of Gary, Indiana, Cardinal Manning of Los Angeles, the 
Archbishop of Baltimore, and Cardinal Cody of Chicago were 
among those who did not recognize teachers' organizations 
66. 
67. 
George Higgins, Msgr., 1979 Labor Day Statement, United 
States Catholic Conference, Publications Office, 1312 
Massachusetts Avenue, NW, Washington, D.C., p. 2. 
United States Catholic Conference, Health and Health 
Care, November 19, 1981, Washington, D.C., p. 4. 
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seeking status as bargaining agents. 
There have been problems in Catholic schools where 
unions have been successful in obtaining bargaining rights. 
Often this was the outcome of particular situations in diffi-
cult circumstances. Opposition has not stopped the growth of 
Catholic school teachers' organizations. 
Lynch reported that in 1980 ten percent of Catholic 
school teachers were organized. Some of the other ninety 
percent want to organize, but have been denied the right by 
their employers. Some administrators are vigorously opposing 
unions and calling them hostile to the very nature of Catholic 
schools. The problems facing Catholic schools are important, 
but cannot be solved at the cost of denying the rights of 
workers. 68 
The point has been made repeatedly; all workers, in-
cluding Catholic school teachers, may organize to bargain 
collectively. 
ORGANIZED LABOR IN THE UNITED STATES 
The Industrial Revolution made great changes in west-
ern society. A whole new class of people who had, up to this 
time, depended on the land for their support now found them-
68. Thomas Lynch, "Labor Relations in Catholic Institutions," 
Origins, November 20, 1980, p. 364. 
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selves in factories in fast growing cities. It was the most 
significant social change in centuries. In the new indus-
tries which were emerging, the struggle of workers to gain 
leverage in the new social order was resisted for many 
69 years. 
The labor movement in the United States did not begin 
until the nineteenth century. Before this time most workers 
were ahricultural and those in the cities in particular 
crafts were not united in any formal or informal organization. 
Those unions which did exist agressively promoted the inter-
ests of their membership and often insisted on a closed shop. 
They were met with hostility, violence, and court action for 
their trouble; the courts often supported the ovmership 
against what was perceived as a conspiracy. Their court fail-
ures turned union people toward politics and the promotion 
of candidates who would work for their cause. They were able 
to effect several early reforms such as the elimination of 
prison for debt, the ten-hour work day for women and children, 
and free public education. 70 
In the 1830's unions began growing in the major cities 
around trades and crafts, especially in New York, Newark, 
69. 
70. 
J. Holland, New Catholic Encyclopedia, McGraw Hill Book 
Company, New York, 1979, Vol. 17, pp. 325-6. 
Frank C. Pierson, Unions in Postwar America, Random House, 
New York, New York, 1967, p. 72. 
Philadelphia, Boston and other large cities. As economic 
conditions improved at the end of the 1840's trade union 
activity revived and legal sanctions were won in courts, 
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these sanctions permitted limited strike activity. The 
growth of the railroads in the 1850's provided stimulus for 
union growth as a unified economy came to be and the markets 
for products expanded. During the Civil War more unions 
were fvrmed--plasterers, cigarmakers, bricklayers, and masons 
among them. The Knights of Labor was formed in 1869. It was 
the longest lived and most important of all the movements be-
fore the formation of the American Federation of Labor (AFL). 
It started as a secret society and therefore was off limits 
to Catholics who were forbidden to enter secret societies by 
the Church. It grew to 700,000 by 1886. Later on when work-
ers in the skilled crafts felt neglected, they withdrew, 
l . th Kn' h 71 wea<ening e ig ts. 
By 1886 Samuel Gompers formed the American Federation 
of Labor from the disgruntled Knights and other groups. This 
group was autonomous and exclusively covered the constituent 
unions. It was a federation of independent unions governed 
by its own officers under their own constitutions. There 
were at the same time independent unions; the most important 
of these were the Railroad Brotherhoods. Unions grew moder-
71. Frank C. Pierson, op. cit., p. 87. 
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ately until World War I, when they spurted in growth because 
of better economic conditions, as well as government recog-
nition. Union membership declined after the war and contin-
ued declining until the Roosevelt New Deal policies began to 
reinvigorate the economy. 
The first signigicant legislative gain for unions in 
this country was the passage of the Railway Labor Act of 1926. 
The Norris-LaGuardia Act of 1932 curtailed much of the anti-
labor strength of the courts. The passage of the National 
Labor Relations Act (NLRA) of 1935 greatly strengthened the 
hand of union organizers and membership rose to a height at 
the end of World War II--almost 15 million by 1946. The NLRA 
made the work of unionization and collective bargaining a 
nationally approved policy. It dictated election procedures 
and safeguards, and it forbade interference by the employer 
in organization process or the election process. 
These laws gave unions the support of public policy and 
therefore sanctioned collective bargaining. After this time 
unions had a legally protected status and the cover of the 
law when they negotiated for wages and working conditions. 
In 1937 the Congress of Industrial Organizations was 
formed from those members of the AFL who felt that the parent 
organization was no longer adequate to meet the diverse needs 
of union people in the great variety of industries now avail-
able. Seeking a greater emphasis on industrial unions which 
67 
cut across the jurisdictional lines of the AFL, these people 
formed their own group which held its first convention in 
1937. 
Because of the benefits of the New Deal, labor member-
ships doubled from 1935 to 1938. Growth continued through 
world War II and in 1947 the Labor-Management Relations Act 
was passed which established a policy of government neutral-
ity in labor disputes, and it listed unfair labor practies. 
In order to stop duplication and conserve resources, the AFL 
merged with the Congress of Industrial Organizations (CIO) in 
1955. This was more a marriage of convenience at the top 
level of these two institutions than a real joining of unions 
at the local level. 
Membership in these giants has declined in recent years 
for several reasons: increased automation needs fewer work-
ers; expansion in service industries has increased the num-
ber of white-collar workers; migration of industry to the 
Sun Belt has brought workers to traditionally non-union areas 
of the country; relative prosperity has made workers less 
eager to unionize; and government scrutiny of organized labor 
and its excesses has made unionization less appealing to the 
public. 72 
72. Mary Ritter Beard, The American Labor Movement, Mac-
millan Co., New York, New York, 1981, p. 183. 
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In the 1960's and 1970's there was effort to organize 
strikes among police, firemen and other public employees·. 
Unions have continued to grow but have not increased their 
percentage of the American work force. Some of the reasons 
for this are that: 1) most industries which are likely to 
unionize are already unionized; 2) the longer an employer 
remains non-union, the more likely it will remain non-union. 
Non-union employers have solidified their hold on employees 
and greater prosperity has reduced the level of dissatisfac-
tion among workers. The economic job structure has shifted 
from the creation of blue-collar jobs to more white-collar 
jobs, particularly in new industries such as computers and 
electronic micro-processors. 
Unions have had a significant effect on collective bar-
gaining. In 1965 there were about 150,000 collective bar-
gaining agreements which covered about 17 million workers 
nationwide, including 180 national unions and many local 
unions. 
Nineteen states .have laws which do not require all 
members of a particular business to be members of a recog-
nized union. These "right to work" laws have retarded union 
membership. In the last few years the economic recession 
has been responsible for the retreat of the labor movement 
nationwide and the slowdown in union growth. American work-
ers raised with the cultural myth of rugged individualism 
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have tended to favor collective bargaining rather than polit-
ical action for social reform and individual improvement. 
They are job conscious rather than class conscious. 
CATHOLIC SCHOOL HISTORY 
Early Catholic schools were founded by Spanish and 
French missionary congregations of nuns and priests to con-
vert tl.e Indians to the Church. 7 3 After the American Revolu-
tion, John Carroll, the first American Bishop, urged the 
establishment of Catholic schools. Schools began to educate 
Catholics in America so they could receive Catholic teaching 
without having to return to Europe. Without these schools 
poor Catholics had to send their children to public schools, 
which at the time, often taught Protestant religious beliefs 
and practices. 
\tJhen free public education became a reality, Catholic 
schools lost the financial aid some had obtained from those 
states which up to that time had given aid to all private 
schools within their borders. In New York from 1805 until 
1824 Catholic schools had received direct financial aid from 
the state. When this aid came to an end, many Catholics felt 
73. Mary Ellen Burke, "Unions: A New Development In The Cath-
olic School System," unpublished paper, Chicago State 
University, August 9, 1979, p. 1. 
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they could not in conscience send their children to schools 
conducted by Protestant teachers, where Portestant religious 
practices were conducted. In these public schools, support-
ed by taxes, non-sectarian Protestantism was the religion 
taught; students were required to study Protestant books, 
hymns, and prayers, as well as to read the King James Bible. 
catholic parents were eager to avoid this religious indoc-
trinat~on and promote the values of their own faith. When 
Catholic parents were unable to get Catholic students ex-
cused from participation in these activities and were denied 
their share of tax money for their own schools, they felt 
compelled to establish their own school system at their own 
expense. 
In 1801 the first Catholic elementary school was es-
tablished, but in the 1840's to the 1880's, when religious 
immigration greatly increased, the number of Catholic 
schools rapidly increased. At this time many elementary and 
high schools were opened. 
Many European nuns, bringing their language and culture 
came to America to work with the ethnic people who had left 
the old land for the new. In their local neighborhoods they 
established what they felt most comfortable with in Europe--
an ethnic Catholic parish with an ethnic Catholic school. 
The foreign language of the mother country was taught with 
the English of the Americans. Ethnic culture, cooking and 
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customs were safeguarded, and marriage outside the ethnic 
culture was frowned on or forbidden completely. 
The First and Second Councils of Baltimore encouraged 
all Catholic parents to send their children to Catholic 
schools. The influential Third Council of Baltimore in 1884 
decreed that every pastor must build a Catholic school and 
that parents must send their children to these schools. 74 
In the next eighty years thousands of Catholic schools were 
built in parishes all over America to fulfill the decrees of 
the Baltimore Council. Every Catholic child in a Catholic 
school was a dream that was not realized. 
The diocesan school system was born to cope with the 
new and growing schools. Local examining committees were 
established and by 1882 all dioceses were expected to follow 
the same diocesan central plan. 75 In Canon Law, the law 
system of the Catholic Church, the local pastor directed the 
parish, and remained the final authority in the local school 
within the limits of diocesan policy and practices. The 
pastor even now is responsible for the building, paying the 
teachers, and the overall operation of the parish including 
the school. 
74. 
75. 
Donna M. Krier, "Catholic Schools and Catholic School 
Teachers," Appendix "B", The Development of Labor-Manage-
ment Relations in the Catholic Schools of the United 
States, unpublished research paper, Loyola University of 
Chicago, Institute of Industrial Relations, 1981, p. 17. 
Burke, op. cit., p. 5. 
72 
The bishop of each diocese is responsible for all education 
in his jurisdiction. In most dioceses of the United States 
this authority is delegated to a Board of Catholic Education. 
The authority of the bishop is exercised by a diocesan school 
office and under the direction of a head of the office, tra-
ditionally called the superintendent of schools. In recent 
times the officer is often called the diocesan director, 
episcopal delegate, or some other title. 
The parochial school system is the United States is a 
new and unusual phenomenon in world history. It is the lar-
gest private school system in the world. Its enrollment is 
drawn from all levels of the Catholic population, not merely 
from the wealthy. 76 
There are three types of Catholic schools on the ele-
mentary and high school levels. Parish schools may be ele-
mentary schools and/or high schools, and they are administer-
ed locally, with the pastor as the ultimate authority. 
Diocesan schools are financed under the direction of the 
diocese. Private elementary and high schools are directed 
and financed by religious orders of men or women; these re-
ligious orders retain their independence; they function with 
the approval of but not under the direction of diocesan of-
ficials. 77 Ordinarily the bishop himself as the Corporation 
76. Krier, op. cit., p. 17. 
77. Ibid., p. 18. 
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sole holds all titles to the property of the diocse, including 
the schools, and he has the right to install or replace· the 
pastors within the limits of Canon Law. 
Contrary to belief and common terminology, Catholic edu-
cation is not a monolithic system. Rather, Catholic edu-
cation in the United States is made up of 170 school sys-
tems, one in each of the 170 United States dioceses. 
These range in size from the Archdiocese of Chicago with 
a total enrollment of 189,213 students (in 1981) in ele-
mentary and secondary schools (making it the fourth lar-
gest school system in the United States) to the Diocese 
of Juneau, Alaska, with a total enrollment of 821 stu-
dents. 78 
Each of these school systems is operated in its own man-
ner with greater or lesser autonomy given at the local level. 
In some places, teachers must be approved by the diocesan 
office before they can be hired; others allow individual 
schools to hire the teacher directly. Some dioceses set a 
uniform salary scale and others allow the salary to be set at 
the local school. There are two national associations which 
unite the schools in all dioceses. The United States Cathe-
lie Conference is the group of Catholic Bishops of America, 
and the National Catholic Education Association is a profes-
sional organization for teachers, administrators, pastors and 
all those involved in Catholic education. 
The faculties of Catholic schools were, in the first 
130 years, composed of religious sisters and brothers, as well 
78. Krier, op. cit., p. 19. 
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as by teaching priests from religious orders. When the voca-
tion shortage of the 1960's and the 1970's began to have its 
effect on the schools, growing numbers of lay teachers were 
needed to replace the absent religious teachers. The per-
centage of lay teachers increased as much as 400 percent from 
1950 to 1960. More lay teachers than this entered the system 
after 1960. By 1980 religious teachers were only one-third 
of the teaching staff. 79 
This shift in personnel put a great strain on the lim-
ited resources of Catholic parishes. The critical year for 
Catholic teacher personnel was 1966 when the number of teach-
ing sisters dropped by 4,500, at the same time the number of 
lay teachers increased by over 1,000. BO 
THE DEVELOPMENT OF CATHOLIC TEACHERS' UNIONS 
Although unions for teachers appeared much earlier, the 
aspect of militancy among teachers in unions first seems 
to have appeared in 1962 when the United Federation of 
Teachers went on strike in New York. By the end of 1975, 
about twenty-five percent of the public school districts 
were conducting some for~ of collective bargaining for 
teachers.Bl 
79. Krier, op. cit., p. 21. 
80. Ibid., p. 21. 
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Education Association, Washington, D.C., 1976, p. 59. 
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President Kennedy in Executive Order 10988 (1962) es-
tablished the principle of the right of white-collar workers 
in government to bargain and this example was followed by 
others. 
In Catholic schools before 1967 there were associa-
tions of teachers and teaching guilds in different parts of 
the country. Clifford82 said the first formal unionization 
occurred in 1967 in Philadelphia with the founding of the 
Organization of Catholic Teachers. This group voted to af-
filiate with the National Fed·eration of Teachers (NFT) as 
Local 1776. They went out on the first Catholic systernwide 
strike in the fall of the same year. 
Most of the union activity in Catholic schools has tak-
en place in the East and Far West of the country. Large 
metropolitan areas such as New York, Philadelphia, Pitts-
burgh, Chicago, San Francisco, Los Angeles and other large 
school systems have been the focus of organizing. 
Motivating factors in the history of American trade union-
ism are nearly identical to those that ultimately brought 
lay teachers involved with Catholic education into roles 
practically synonymous with others in the labor force. 
Recently, the Executive Director of an association of lay 
educators in a Catholic diocese outlined the following 
needs: "adequate salaries, increased job security, im-
proved working conditions, greater due process protec-
81. Peter Clifford, Ne~otiations in Catholic Schools, Nation-
al Catholic Education Association, Washington, D.C., 1974, 
p. 1. 
tion, viable grievance procedures, hospitalization and 
retirement benefits".83 
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The increased teacher militancy was due to the larger 
proportion of lay teachers in the system and a greater per-
centage of men who were the main support for their family. 
In 1960 the average starting salary for a beginning teach-
er with a bachelor's degree was $5,174. This average had 
risen by 1968 to $5,519 and 1971 was up to $7,061.8~ 
Bargaining in Catholic schools has shown similarly pos-
itive results in improving salaries and working conditions. 
Since 1964 salaries for starting teachers in Philadelphia 
Archdiocesan schools rose from $4,200 to $7,400 in 1972. 
Important gains have also been made in Brooklyn. Teach-
ers organize for the same things whether in public or 
Catholic schools: "It is the twin inducements of higher 
salaries and better working conditions which encourage 
teachers to organize themselves into bargaining units. 11 85 
Before modern times, Catholic teachers did not feel at 
ease with this aggressive movement toward asserting their 
rights, but civil rights demonstrations and the success of 
militant public school teachers gaining their demands cer-
tainly encouraged them. The effect of Vatican II and its 
documents which amplified previous papal teaching on the 
rights of workers also gave substance to the drive for more 
and better. The Second Vatican Council stressed the rightful 
83. 
84. 
85. 
Bonnie Jean Huffman, "Militancy Among Lay Teachers in 
American Catholic Education: Current Perspectives," 
unpublished doctoral dissertation, Ann Arbor: University 
Microfilms, International, 1976, p. 33. 
Peter Clifford, op. cit., p. 3. 
Ibid. , p. 4. 
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place of laymen; and the shift of teaching personnel from 
religious to lay coincided with this emphasis encouraging the 
growth of teacher militancy. 
Since the early 1960's, the demand for Catholic 
schools outran the ability of religious teachers to staff 
schools, and increasing numbers of laymen and la)'\vomen enter-
ed Catholic schools. Laymen were needed especially in big 
high sLhools run by religious orders of men, which did not 
have the personnel enjoyed by women religious orders. 
From 1967 to 1974, the number of lay teachers increased 
from 58,829 to 90,306. In 1970, lay teachers for the 
first time exceeded religious teachers in Catholic 
schools and in the school year 1972-73 were 58.7 percent 
of all teachers in Catholic schools.86 
This trend has slowed in the present time but only 
after a tremendous shift in the favor of the lay teachers in 
Catholic schools. It is now rare to find a school dominated 
by religious teachers, even among those community-owned 
schools associated with urban population centers. 
The militant teacher movement in public schools is 
associated with the growth of male teachers in public schools 
from 1955 to 1966. During this time the percentage of men 
teachers rose from 26 to 31 percent of the work force. 
Among Catholic school teachers this growth in the number 
of laymen teachers and the high level of teacher prepara-
tion were equally evident. In 1973, 96 percent of Cath-
86. Peter Clifford, op. cit., p. 4. 
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olic lay teachers on the secondary level had bachelor's 
degrees and 26 percent had master's or higher degrees. 
For religious teachers, 65 percent had a master's or· 
higher degrees and 98 percent had at least a bachelor's 
degree. In Catholic secondary schools in 1973-74, 58 
percent of the lay teachers were male.87 
The union movement in Catholic schools shows a connec-
tion between the growth of militancy among teachers and in-
creased numbers of men teachers. 
The fact that militancy in Catholic schools is similar 
to militancy in public systems also is derived from the 
bureaucratic nature of large school systems. Just as in pub-
lic schools, in Catholic systems the growing professionalism 
of the teachers unites them against the remote power struc-
ture in the central city, which is removed from the scene 
and seems uncaring about the needs of the teacher. 
Since there is less bureaucratic structure to cope with 
in local parish elementary schools and private Catholic high 
schools, organization by the teachers may be less likely to 
occur. It is also difficult for unions like the AFT to or-
ganize these situations into units for ·bargaining. Only in 
New York has there been much success in organizing them on 
the systemwide elementary level. 
The Catholic schools themselves have encouraged the devel-
opment of unions. At this point in time, the Catholic 
schools most susceptable to the formation of unions are 
87. Peter Clifford, op. cit., p. 5. 
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systems of diocesan-owned secondary schools in large ur-
ban centers, where successful public school unions exist 
and where such systems have a large number of full time 
and well trained lay men teachers.BB 
It is also true that repeated experiences with arbi-
trary and unfair administrators led these people to seek the 
security offered by the labor movement. These organizations 
took a variety of forms and in private high schools often 
represented that school alone. 
Catholic diocesan school systems responded differently 
to these situations; in a few but rare instances they allowed 
collective bargaining to begin unopposed. Other dioceses met 
with teacher representatives and reached agreements which 
were occasionally put into the contract and sometimes not 
entered in the contract. Some unions were ignored by their 
diocese. 
In the 1970's, a few Catholic teachers' unions became 
affiliated with the American Federation of Teachers (AFT) , 
until differences caused their separation. Because of the 
need for a national organization, the National Association of 
Catholic School Teachers (NACST) was formed. As of 19Bl, 
there were about 100,000 lay teachers overall with about 
8,000 having some labor representation. 
Three issues asserted themselves in the period of the 
88. Peter Clifford, op. cit., p. 7. 
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late 1960's and early 1970's. The first issue was: should 
religious teachers be included in the same bargaining unit 
89 
as lay teachers? Religious teachers do not bargain for 
their salary, since it is set by the mutual consent of their 
superior and diocesan officials. But economic issues are 
not the only subject of negotiations. The second part of 
this issue is the relationship of the religious teacher with 
his su~erior; since he is obliged to obey the superior, he 
is, in the eyes of some, not free to bargain freely and in 
good faith. 
A second issue to emerge in this period was the idea 
of federal or state aid to Catholic education. The pressures 
on finances grew very rapidly in the 1960's, leading many 
proponents of Catholic education to begin petitioning for aid 
by the government to Catholic schools. 
The third issue was that of strikes by teachers. The 
first strike in Catholic schools occurred in Chicago on 
April 21, 1967, when three high school faculties all went out 
on the same day; one a parish school and two owned by reli-
gious orders. One year later a fourth strike occurred in 
South Holland, Illinois, a suburb of Chicago. This strike 
which occurred at Mother Seton High School led to a decision 
89. Donna M. Krier, op. cit., p. 25. 
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by the National Labor Relation Board (NLRB) not to interfere. 
The lay teachers who were not making progess with the sisters 
administering the school petitioned the NLRB for a certifica-
tion election. The petition was denied because the NLRB 
judged that the school was a non-profit organization operated 
with the sole purpose of education, and not a commercial en-
deavor. 
:n the following years the NLRB changed its position 
and repeatedly asserted jurisdiction in cases of church-re-
lated schools, ignoring this precedent, which it had set it-
self. There was and is now no agency of the Church to deal 
with labor disputes; when the NLRB began to assert jurisdic-
tion over Catholic schools, the Church was forced to face 
h . h 11 . d' . 1 h . 90 t is c a enge to its tra itiona aut ority. 
An informal surv2y in 1970 showed that bargaining units 
were formed in twelve dioceses but it did not say that all 
had received recognition. 91 The were all in urban areas 
of the North and East and one on the West coast. 
In a 1970 questionnaire, Catholic school superintendents 
and others believed unions would grow rapidly. 
Ninety percent of all dioceses will have teachers' asso-
ciations that will bargain with the board for the diocese. 
90. Donna M. Krier, op. cit., p. 30. 
91. John Daniel Olsen, "Attitudes Toward Collective Negotia-
tions in Catholic Secondary Schools of Large Diocese in 
the United States," unpublished doctoral dissertation, 
St. John's University, New York, 1971, p. 45. 
seventy percent of the respondents estimated that this 
would more than likely occur between 1976 and 1980.92 
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But this prediction never materialized. The growth of Cath-
olic school bargaining has been slow. By 1972 only sixteen 
diocesan school systems had bargaining. The 1984 NCEA survey 
mentioned above discovered that at 32 percent of the Catholic 
high schools in the United States at least some of the teach-
ers were represented in negotiations. These schools which 
indicated representation for the teachers, indicated that 
31 percent of their faculties were represented in the nego-
tiations. 
After the publication of To Teach As Jesus Did, in 1972, 
which canonized the phrase "a community of faith", adminis-
trators contended that it was not possible to have this 
"community of faith" in a school where the union was the bar-
gaining unit. Unions denied they impeded the development of 
a "community of faith" and said "community of faith" was be-
ing used to block their legitimate needs and rights. 
Several local and national associations have formed to 
represent Catholic teachers with varying success. The Asso-
ciation of Catholic Teachers (ACT) of Philadelphia is the 
largest of Catholic teacher unions. It was Local 1776 of the 
AFT, until the one thousand members voted to withdraw from 
the AFT over the issue of tuition tax credits for non-public 
92. John Daniel Olsen, op. cit., p. 31. 
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schools. The AFT does not support tuition tax credits, and 
so in January of 1978 the ACT withdrew its affiliation with 
the AFT. The Pittsburgh diocesan teachers withdrew their 
affiliation with the AFT in September of 1978 for the same 
reason. 
The Chicago Archdiocesan Teachers Association was 
formed with the help of Msgr. McManus in 1964, to provide 
more professionalization for the teachers of Chicago. It had 
three divisions: primary, intermediate and junior high. The 
success of the association during this time was described as 
moderate. In 1970, Fr. Clark unified the three divisions 
into one and encouraged the participation of the teachers in 
planning and consultation about school matters including sal-
ary and fringe benefits. After 1977, frustration grew between 
teachers and diocesan officials because the diocese refused to 
bargain effectively with CATA; in recent times CATA felt it 
had been shut out of effective influence on policy and pro-
cedures in the Archdiocese. It has worked with the superin-
tendent and makes reconnnendations to the Archdiocesan school 
board headed by the cardinal. CATA petitioned Cardinal Cody 
for recognition, but he refused in his lifetime. Cardinal 
93 Bernadin has not yet granted recognition to this group. 
93. Mary Ellen Burke, "Unions - A New Development In The 
Catholic School System," unpublished research paper, 
Chicago State University, 1979, p. 20. 
84 
In 1978, the National Association of Catholic School 
Teachers was formed at Philadelphia. The association he1ps 
Catholic school teachers nationwide to organize and bargain. 
It has held several conventions and drawn representatives 
from fifteen to twenty-five Catholic teachers' organizations. 
Following the pattern of union strength in urban areas these 
groups represented teachers in large and Catholic population 
cerntera of the Midwest, the North and most often the North-
east. 
John Reilly, the president, reported opposition to the 
unionization of Catholic school teachers by those who pres-
ently run them:· 
There is a lot of opposition to teachers organizing, 
particularly in the Catholic Church .... There is a great 
deal of resentment on the part of our employers,- mostly 
religious, to lay teachers organizing. They seem to feel 
that they are going to lose some of their power and au-
thority, which they are, and which they should, by the 
way.94 
The association granted membership charters to associa-
tions in many parts of the country. The possibilities of con-
tinued growth seem good in many sections, even in the face of 
economic difficulties facing the country as a whole. 
Writing in 1979, Askin95 maintained that the majority 
94. John Reilly, National Association of Catholic School Teach-
ers, Newsletter, Volume IV, No. 2, January, 1982. 
95. Steve Askin, National Catholic Reporter, October 12, 1979, 
p. 1. 
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of Catholic teachers remain unorganized. He said that no 
more than ten percent of the nation's 110,000 parochial 
school lay teachers belong to groups which have received for-
mal recognition. Most of the unionized faculties are in 
diocesan high schools in major metropolitan areas or smaller 
heavily unionized cities. But even high school teachers 
have union contracts in less than half of the twenty biggest 
diocese8. The majority of the National Association of Cath-
olic School reachers' 2,000 members in 1979 were in Phila-
delphia with most of the rest scattered around Pennsylvania 
and neighboring states. 
Another several thousand parochial school teachers are 
represented by the AFT, but the majority of them are in the 
union's New York metropolitan area locals, in the New York 
Archdiocese, and the nearby Brooklyn and Rockville Center 
Dioceses. Other AFT groups typically represent teachers of 
a single school. Independent associations are concentrated 
in labor strongholds such as St. Louis, Cleveland, Buffalo, 
New York and Scranton, Pennsylvania. The leadership seeks to 
transform this disperate group of people into a national 
union organization of 25,000 to 50,000 members which would 
give Catholic school teachers strength in the Catholic Church 
and the labor movement. 
President Harold Isenberg, of the New York Archdiocese 
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Federation of Catholic Teachers, the largest Catholic AFT 
affiliate in 1979, told the National Catholic Reporter (NCR) 
he is convinced mass unionism will arrive in Catholic schools 
someday but probably not soon. 
The National Association of Catholic School Teachers 
would like to help more unions around the country, but it is 
restricted by lack of money. The entire Catholic schools 
union muvement has only three full-time officers at this 
time: Isenberg in New York, and Schwartz and Riley, who di-
vide their time between the Philadelphia Association of Cath-
olic Teachers and the National Association of Catholic School 
Teachers. 
On August 29, 1980, Riley said the National Association 
of Catholic School Teachers had 2,700 members and felt that 
only ten percent of the Catholic school teachers were union-
ized. 96 
CATHOLIC SCHOOLS AND THE NATIONAL LABOR RELATIONS BOARD 
An unanticipated influence inserted itself into the 
movement toward collective bargaining in Catholic schools in 
the 1970's. In different locations over a period of years 
96. Steve Askin, "Timid Teachers Blamed for Failure to Achieve 
Recognition," National Catholic Reporter, August ·29, 1980, 
p. 15. 
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teachers had sought the assistance of the National Labor Re-
lations Board (NLRB) to get recognition. At first the NLRB 
refused to engage itself in the process, but as time went by 
it became more and more involved, until the question of NLRB 
jurisdiction was settled finally by the Supreme Court of the 
United States. 
In 1951, the NLRB asserted no jurisdiction in a Col-
umbia University case, since Columbia was a nonprofit educa-
tional institution. In 1970, in dealing with Cornell Uni-
versity it exercised jurisdiction based on the involvement 
of the school in comrnerce. 97 In 1971, it exerted jurisdic-
tion over the Shattuck School, which is private, and in 1975, 
did the same over five parochial high schools in the Arch-
diocese of Baltimore. 98 
From 1975 until the Supreme Court decision of 1979, the 
NLRB rendered a series of decisions extending its authority 
into the sector of private and church-related schools. In 
doing this it reversed itself after a twenty-five year period 
of declining jurisdiction in this area of American life. The 
97. 
98. 
Edwin J. McDermott, "A Report on Unions and Catholic 
Schools," Unionism in Catholic Schools, National Catholic 
Education Association, Washington, D.C., 1976, p. 61. 
John J. Augenstein, "Teacher Unions, The Courts, and Cath-
olic Schools," Contemporary Issues in Catholic Education, 
National Catholic Education Association, Washington, D.C., 
1981, p. 78. 
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decision in the 1968 Seton High School strike petition was 
consistent with NLRB policy at that time and was reasserted 
as late as 1974. The board had a policy that church-related 
schools were primarily religious in character and non-com-
mercial in purpose and essentially oriented to the promotion 
of their religious beliefs. Adding further weight to this 
policy was the 1971 Supreme Court decision in Lemon vs. 
Kurtzmau denying funds to church-related schools because they 
involved substantial religious activity and purpose. 99 The 
court enunciated the concept of "entanglement" in religious 
activities which the First Amendment forbids. 
However, the National Labor Relations Act was amended 
in 1974 to remove the exemption of nonprofit hospitals. The 
NLRB assumed the intent of Congress to include church-related 
schools within its jurisdiction, even though there were other 
guidelines indicating the exclusion of the schools. The 
first case brought under this extension of the NLRB involved 
the Roman Catholic Archdiocese of Baltimore, in 1975 .. The 
NLRB asserted jurisdiction saying that only schools which 
were "completely religious" were exempt from its jurisdiction. 
Since most church-related schools teach secular subjects 
such as English or science, all of them are within the juris-
99. Donna M. Krier, "The Development of Labor-Management Re-
lations in the Catholic Schools of the United States," 
unpublished research paper, Loyola University of Chicago, 
Institute of Industrial Relations, 1981, p. 31. 
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diction of the NLRB. The Board reasserted and broadened its 
jurisdictional claim the following year against the Arch-
diocese of Los Angeles. It declared the Catholic schools of 
the diocese were not religious institutions closely involved 
with the Catholic Church. The Board stated it would exercise 
jurisdiction over church-related schools from then on. In 
the Los Angeles case the NLRB maintained that the Catholic 
schools were involved with commerce and that their assertion 
of jurisdiction did not interfere with religious beliefs. 
Their intrusion into religious conduct was minimal and nec-
essary to protect labor relations.lOO At this point the NLRB 
was fully committed to this stance. Several teachers' organ-
izations brought their petitions to the Board and were chal-
lenged by the dioceses involved on the Constitutional issue 
of interference in the free exercise of religion. By this 
time Church officials no longer regarded the NLRB as an im-
partial third party to resolve disputes, but as an unwelcome 
intruder into the Church's business. 
101 In the Archdiocese of Philadelphia case the NLRB 
ruled it had jurisdiction on the basis of three points. 
First, the Catholic school system had an operating budget 
greater than one million dollars. Secondly, the schools 
100. Donna M. Krier, op. cit., p. 33. 
101. Mary Ellen Burke, Article: "Unions - A New Development 
In The Catholic School System," unpublished research 
paper, Chicago State University, 1979, p. 12. 
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were involved in interstate corrnnerce exceeding $50,000 per 
year. Third, the NLRB decided that the schools were religi-
ously associated schools, but not completely religious, since 
secular subjects were taught and religious instruction a-
mounted to less than fifteen percent of the toal teaching 
curriculum. Up until the late summer of 1978 five cases of 
NLRB asserted jurisdiction are on record. Having declared 
and pro1ided the criteria for jurisdiction, the NLRB speci-
fied that bargaining be conducted in accord with the Nation-
al Labor Relations Act (NLRA). 
Cardinal Krol of Philadelphia tried to stop the repre-
sentation election, but Supreme Court Justice Brennan allow-
ed the election but impounded the ballots until the outcome 
of the Chicago case. The Church objected to the third cri-
teria of the NLRB, namely that the schools are only religious-
ly associated institutions. It held the NLRB violated First 
Amendment rights in asserting jurisdiction. 
Two other cases were developed which brought the whole 
question into review at about the same time. One concerned 
the diocese of FQrt Wayne-South Bend, Indiana, and five dio-
cesan high school seminaries in the Archdiocese of Chicago. 
These cases were joined by the Supreme Court because of their 
similarity and resulted in the important decision of 1979 
denying jurisdiction in church-related schools to the NLRB. 
In Chicago, diocesan officials refused to bargain with 
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the duly elected unit at Quigley North and Quigley South Sem-
inaries. The NLRB claimed the schools were not completely 
religious and ordered the diocese to bargain. The Archdio-
cese claimed the Board had no jurisdiction on First Amend-
ment grounds. 
In the diocese of Fort Wayne the issue was the same in-
volving bargaining with five diocesan high schools. The 
Board again ordered bargaining by the diocese, and the Cath-
olic schools, said the Board, had no constitutional right to 
commit unfair labor practices. At the same time the Board 
felt that to forbid collective bargaining to proceed would 
disrupt the free flow of commerce demonstrated by the fact 
that more than 100,000 lay teachers were employed in over 
10,000 Catholic schools in 1979. 
In the case NLRB vs. The Catholic Bishop of Chicago and 
the Diocese of Fort Wayne-South Bend, the United States Court 
of Appeals in the Seventh Circuit reversed the NLRB decision 
and ruled the NLRB did not have jurisdiction. In the words 
of Judge Wilbur Pell: 
the Board is cruelly whipsawing their schools by holding 
that institutions too religious to receive government 
assistance are not religious enough to be excluded from 
its jurisdiction.102 
The Court of Appeals found for the Church in both cases. It 
102. Donna M. Krier, op. cit., p. 15. 
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declared that the schools were religious schools and the 
Board jurisdiction would interfere with the authority of the 
local bishop to direct his schools. In questions of disputes 
involving the religion clauses the safeguard of law should be 
extended to the benefit of the religious rights. 
For the Supreme Court presentation the NLRB had pre-
pared a brief of their opinions, as did many others. The 
Board argued that its jurisdiction did not violate the First 
Amendment. It also charged that a religious institution is 
obliged to defend its positipn in a lawsuit over secular is-
sues and not excused from doing so because of its claim to 
. 1 1 l' . . 103 being so e y re igious in nature. 
The Church maintained the First Amendment argument and 
also stated there was no intent of the Congress to extend the 
National Labor Relations Act to include church-related 
schools within the National Labor Relations Act powers. This 
point of view relied on the positions forwarded in the Lemon 
vs. Kurtzman case saying that Catholic schools were too re-
ligious to receive aid from the government. The decision 
was handed down on March 21, 1979, and was based on the lack 
of direct intent by the Congress to include church-related 
schools in the meaning of the NLRA. The decision recognized 
the First Amendment questions present, but did not depend on 
103. Donna M. Krier, op. cit., p. 17. 
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them primarily: 
in the absence of a clear expression of Congress' intent 
to bring teachers in church-related schools within the 
jurisdiction of the Board, we decline to construe the Act 
in a manner that could, in turn, call upon the Court to 
resolve difficult and sensitive questions arising out of 
the guarantee of the First Amendment Religion clauses.104 
Although the decision arose from a close vote of the 
court it seems likely to remain in force, since an Act of 
Congress would be needed to reverse it, and Congress is tra-
ditionally reluctant to involve itself in issues of religious 
controversy. The decision effectively ended the period in 
which teachers' associations would be able to turn to a 
government agency for their bargaining rights in church-
re lated schools. It should be clearly noted that the Supreme 
Court decision stated the rights of the teachers to organize 
and bargain are not protected by the NLRB. There is no ques-
tion about the rights of the teachers to exercise their bar-
gaining rights in themselves. 
The 1979 Supreme Court decisions occasioned commentary, 
much of it related to the need for a third party organization 
to fill the void now created by the absence of NLRB jurisdic-
tion over Catholic schools. 
Msgr. Higgins commented on this decision in his 1979 
104. Supreme Court of the United States, National Labor Rela-
tions Board v; The Catholic Bishop of Chicago; A Corpora-
tion Sole and Diocese of Fort Wane-South Bend, Inc., 
March 21, 1979, 99 S. Ct. 1313, 0 W.S., p. 14. 
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Labor Day statement. He said: 
It is important to remember what the Court exactly did 
and did not say about this matter. It stated the NLRB 
had no jurisdiction over this situation. It did not say 
teachers could not negotiate or did not have the right; 
or that the Church had an ethical obligation rising from 
its public documents and teachings on bargaining. It 
merely ruled on a particular jurisdiction. The Church 
is still required, to follow its own teaching in this 
matter, and too often its pastoral leaders do not do 
this. This right to organize is a fundamental human 
one and did n£05at this juncture need to be affirmed by the court. 
Serritella said that the decision recognized that NLRB 
jurisdiction would hinder the mission of the Church, and 
left to the schools themselves how they would deal with the 
desire of the teachers to bargain. There is not complete 
freedom however: 
in developing their own models of negotiation based upon 
the religious beliefs of the schools, the Catholic sch-
ools must remember that even though they do not have 
to obey the NLRB rules, they still may be required to 
follow many fe~eral 15gd state statutes dealing with employee relations. 
Several federal and state statutes cover equal opport-
unity, discrimination, civil rights, health and welfare 
regulations. The primary limitation on actions by the school 
is the contract. Schools do not have to have written con-
105. 
106. 
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8/27/79, Unites States Catholic Conference, Washington, 
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tracts, but these are the norm and expected by most parties. 
Castelli reported on the decision shortly after it 
was handed down: 
It is inconsistent to hold that Catholic schools are too 
religious to receive most forms of government education-
al aid but not too religious to be under the jurisdic-
tion of a government agency like the NLRB. The Court 
seemed to follow the trend of many past school aid de-
cisions holding that any kind of government entanglement 
with the church-run school would be a violation of the 
constitutional separation of church and state.107 
Castelli was afraid that sometime this decision may be 
used to strike down any participation by church-related 
schools and such acts as the Elementary and Secondary Educa-
tional Act or the use of any federal funds to hire public 
service workers in church-run schools. Many church figures 
see this decision as a victory against the encroachment by 
the federal government. At the same time it may be taken 
more than one way. Castelli related that Albert Shanker, 
President of the American Federation of Teachers (AFT) has 
called for legislation to extend the NLRB jurisdiction to 
church-run schools. Castelli was concerned that this de-
may be a hollow victory for the hierarchy of the Catholic 
Church in that it may close the door to any kind of federal 
aid to Catholic schools. 
107. James Castelli, National Catholic Reporter, August 6, 
1979, p. 6. 
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An editoriallOS on the same date said the Catholic 
church must handle its affairs honestly and correctly. It 
must allow for the kind of resolution of disputes which is 
in the democratic way in which most Americans are familiar 
with handling things. It also stated that the method of de-
ciding things by the Bishop's decision alone is no longer 
practical or believable. It amounts to hyprocrisy especial-
ly if the Church pretends to stand for social justice issues 
such as farm workers rights to organize but will not extend 
the same rights to its own employees in church-related 
schools. 
A few month later Isenberg stated the effect of the 
decision on Catholic teachers: "Catholic school teachers 
have never been so alone or vulnerable as now. 11109 Stripped 
of the protection of the NLRB, they must struggle to pre-
serve their rights to collective bargaining against an em-
ployer who is unsympathetic at best. Isenberg was concerned 
that there must be some kind of organization in which the 
Catholic teachers and diocesan or school officials may work 
together in order to solve union problems and difficult sit-
uations involving labor relations and economic conditions. 
108. 
109. 
Editorial, National Catholic Reporter, "The Unfinished 
Business of Church Reform and Renewal Caught Up With 
Catholics March 21 in the Supreme Court," April 6, 1979, 
p. 20. 
Harold J. T. Isenberg, National Catholic Reporter, Ed-
itorial-"In My Opinion," President of the Federation of 
Catholic Teachers, October 26, 1979, p. 17. 
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He suggested using the existing agencies to provide an or-
derly transition from the present situation of chaos to· one 
in which the rights of both sides were safeguarded. 
After the Supreme Court decision, the Fort Wayne 
bishop, William McManis, responded with a swift promise that 
he would recognize a union supported by the teachers. 
The Court decision effectively ended the authority of 
the NL~B over Catholic schools. From March of 1979 to the 
end of 1983 the movement toward collective bargaining in 
Catholic schools seems to have slowed and lost the national 
momentum it possessed from 1967 to 1979. Undoubtedly the 
Supreme Court decision had much to do with this loss of mo-
mentum. There are some indications of renewed interest in 
collective bargaining in Catholic schools, but it is frag-
mentary as of this date. 
The issue of recognition returned to the local diocese 
for resolution. This has lead to a new stage in Church-teach-
er relations - the search for a workable model of labor re-
lations which will satisfy the needs of both sides and still 
be on a voluntary basis. Some discussion of this issue took 
place before the court decision, but became more relevant 
after the Supreme Court decision. 
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CATHOLIC TEACHERS' UNIONS NOW 
The evidence suggests that collective bargaining is 
not growing as fast or having as much effect on Catholic ed-
ucation as was predicted fourteen years ago. Several factors 
have worked to slow its development nationwide. 
Support for unions in Catholic schools seems to have 
lessened through the decade of the seventies and into the 
1980's, although universal agreement is given to the princi-
ples of the workers rights to unionize and bargain collective-
ly. A telephone interview with John Reilly (November, 1983), 
the President of the National Association of Catholic School 
Teachers, revealed that in his words: "There is not much 
going on," in the field of Catholic school bargaining at the 
present time. Those schools where collective bargaining be-
came an important issue in the 1960's still have their bar-
gaining units, but the pressure for rapid expansion of col-
lective bargaining in Catholic schools seems to be absent. 
The economic recessions of the late 1970's and early 1980's 
slowed the growth of unionism nationwide. 
Articles in the national press testify to the diffi-
culties faced by the labor movement. The year following the 
Supreme Court decision on the NLRB was no better for nation-
al labor unions than for Catholic teacher unions. Time110 
110. Time, "Labor's Unhappy Birthday," November 16, 1981, 
~7. 
99 
declared that the labor movement in the United States is 
faced with eroding membership and fading public support.· Un-
employment had withered union ranks causing membership to 
drop dramatically. The chief cause of unemployment was the 
two-year-long depression of 1979 to 1981. 
Anti-union feelings seemed to be nationwide, not just 
among the white collar workers in the suburbs. Unions also 
lost support among workers themselves. In the past ten 
years the labor force has grown from 86 million to 107 mil-
lion, but enrollment in unions remained essentially the same 
at 22 million. Workers frequently voted down unions, with 
organized labor winning only forty-eight percent of certifi-
cation elections in 1980. Stiff competition from Japan also 
weakened unions. 
1984 does not seem to be very promising for organized 
1 b . h E 1. hlll h b 0 1 b . bl a or eit er. ng is wrote t at 1g a or was in trou e 
and normal signs of union strength were not present. Big 
labor faced hard times and must make gains in 1984 to remain 
a strong force in American economics. The fifteen-month 
recession and a poor labor climate took their toll on the 
the national labor movement. Negotiations would be diffi-
cult this year, and the auto industry faced difficult times 
111. Carey.English, U.S. News and World Retort, "A Make or 
Break Year for Nation's Unions," Marc 5, 1984, p. 75. 
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negotiating its new successes with workers who took cut backs 
to keep jobs three years ago. Repeated defeats suffered by 
labor make this the worst climate for labor relations in 
decades. 
A week later English said: 
Statistics show that the number of strikes in industry 
involving more than 1,000 workers has dropped signifi-
cantly from 1973 to 1983. In 1973, there were 317 such 
strikes nationwide, while in 1983, there were only 81 
su~h strikes. A new attitude has become more common in 
bargaining. There is less of an adversarial relation-
ship in some industries, and a more cooperative approach 
present. Pressure from the recession, and foreign com-
petition in home markets are listed as the main causes 
for the shift in strategy.112 
The last five y·ears have been no more successful for 
Catholic school unions than for unions in industry. Com-
menting on the state of Catholic schools in 1982, Askin re-
lated that Catholic schools were out of the woods as far as 
the financial crisis was concerned, but still faced problems. 
The fiscal crisis of Catholic education has ended. To-
day, Catholic schools survive while public schools close. 
Will parochial schools thrive, not will they survive, is 
now the question. 
The schools survived for one reason: parents increas-
ingly value Catholic education. How well they will sur-
vive depends on many factors. But the most obvious -
the fate of tuition tax credit legislation - is no longer 
most important. 
Labor organizing, which once looked as if it would have 
a major impact on Catholic school finances, instead re-
112. Carey English, U. S. News and World 'Report, "Unions, 
Employers Try New Paths to Labor Peace," March 12, 1984, 
p. 7 4. 
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mained a minor factor. Fifteen years after unionism ex-
ploded onto the Catholic education scene with a 1967 
Philadelphia high schools strike, union contracts prob-
ably cover less than ten percent of the Catholic school 
teaching force. Union growth has been insignificant 
since 1979, when the U. S. Supreme Court ruled that the 
National Labor Relations Board has no jurisdiction in 
parochial schools. 
For the most part, unions remain limited to diocesan 
high school systems in the industrial Northeast and Mid-
west. At their 1979 founding meeting, some National 
Association of Catholic School Tea~hers (NACST) leaders 
spoke of their hope for an organization of 25,000 to 
50,000 members. Today, conceded one official, "We're 
still in the infant stage; 6,000 in five years would be 
optimistic. 11 113 
Eighteen months later Askin reported some stirrings in 
the Catholic-union movement which may lead to union growth. 
After half a decade of stagnation, unions appear to be 
growing again. Elementary school organizing campaigns 
are under way in Philadelphia, Pittsburgh and Cleveland, 
where high school teachers have well-established unions. 
Changes in the Church have helped the unions regroup, 
said NACST secretary-treasurer, Rita Schwartz. "It's 
difficult, after the Pope's encyclical on labor, for 
bishops to be adamant against unions," she explained. 
"That's not to say that dioceses won't give teachers a 
run for their money. But there seems to be no valid 
way to say, 'You can't form a union. •114 
At this writing it is not possible to determine whether 
or not Catholic-teachers' unions will enter a growth period. 
Other causes have contributed to the decline in the 
union movement in the late 1970's and early 1980's. The 
113. 
114. 
Steve Askin, Natiortal Catholic Reporter, "Commentary," 
August 13, 1982, p. 13. 
Steve Askin, National Catholic Re,orter, "O'Connor Seen 
as Pro Ux:iion," March 2, 1984, p. . 
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continued migration of northern Americans to the Sun Belt, 
where unions are not as common, has slowed their growth·. The 
National Catholic Education Association (NCEA) symposium of 
1976 showed that caution, distrust and suspicion existed 
among some of the participants toward collective bargaining 
based on the difficulties they have experienced with it. At 
this symposium speakers revealed their perception that col-
lectiv2 bargaining had led to a painful adversary relation-
ship between administration and faculty in several Catholic 
schools. 115 
Snelling analyzed the contemporary position of unions 
in the private sector of education. He maintained that 
twelve years ago there was wide spread concern among the 
heads and directors of private schools about the spread of 
union organization efforts in the private sector. The NCA 
and the AFT had exerted increasing pressure on the Catholic-
school system with some success; college and university fac-
ulties were unionizing, and some private-independent schools 
were operating with unions present. However, after several 
years of observation and of monitoring the professional lit-
erature in the field, he concluded that fears of a large-
scale teachers' union movement gaining ground in private 
schools were unfounded. 
115. Edwin J. McDermott, op. cit., p. 61 
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There are several reasons substantiating his conclu-
sion that unionization in private education has slowed.· 
First, there is considerable cost in the establishment 
and maintenance of a union; most unions feel that a local 
chapter with less than one hundred members is not worth 
recruiting. 
Second, the Supreme Court decision in the case of the 
Cathol:c Bishop of Chicago handed down in March of 1979 re-
moved church-related schools from NLRB jurisdiction. The 
decision removed church-related schools from further govern-
ment consideration and 
has greatly reduced the power of union organizers who 
were aiming at the large Catholic systems. Most of all, 
it has created a murky atmosphere for unions within the 
dominant portion of the private sector.116 
Third, many schools and school districts have had to 
concern themselves with retrenchment because of declining 
enrollment and a lessening of support from the public. 
Fourth, union organizers, who have been successful in 
the public s~ctor of education, are not very familiar with 
the different nature of the private and parochial school. 
Fifth, since private schools often include on their 
faculties teachers who are very dedicated to students and 
116. W. Rodman Snelling, "The Status of Unionization," Ideas 
and Pers ectives for Inde endent School ·Mana ement, 
Vo . , No. , Septem er , p. 
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who often put in extra time and effort without compensation, 
the faculty tends to be vested in the institution itself and 
therefore less likely to take actions which would imperil 
the school. Often monetary considerations are less impor-
tant than other personal reasons for their commitment to 
the school. 
Sixth, according to Snelling, there has been no sig-
nifica.it growth of unions outside Catholic diocese since 
1976. Union development in Catholic schools has fallen off 
significantly since the Supreme Court decision. 
Spouting the thesis supported by these observations, I 
sought reactions from heads of schools with unions, and 
from other closely-aligned professionals. Virtually all 
endorsed the analysis. The heads reported fewer contacts 
from fellow administrators asking for advice in antici-
pation of union activity, and several felt that opera-
tions within their own institutions had grown more 
harmonious . 117 
He mentioned that the ultimate cause of unionization 
can easily be found: 
Yet, despite the economic stress, the final stimulus for 
collective action is usually an administrative or board 
decision perceived as callous by faculty. Enlightened 
personnel policies are key to forestalling unions of all 
sorts.118 
Treating teachers with concern is an excellent aid in 
reducing the pressure that may make faculty members feel a 
union is needed to protect them from the administration. 
117. W. Rodman Snelling, op. cit., p. 2. 
118. Ibid., p. 3. 
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I believe that school leaders can significantly lessen 
the likelihood of any form of collective action by 
initiating needed salary improvements and by operating 
in an open and caring manner. But once associations 
have materialized there are built-in pressures to es-
calate. Elected leadership provides a power base that, 
once attained, few are willing to give up.119 
In 1979, Augenstein conducted a nationwide survey ask-
ing the diocesan directors of education in all 162 Catholic 
dioceses in the United States about the status of collective 
bargai~ing in Catholic schools. Sixty-nine percent of the 
surveys were returned; seventy-nine percent of the superin-
tendents responded .and thirty-three percent of the heads of 
teachers' organizations responded. The size of the diocese 
and the region of the United States it belonged to were used 
to differentiate the information gained. At that time twen-
ty- seven dioceses or twenty-four percent of the respondents 
indicated that teachers' bargaining organizations were pre-
sent in the diocese, and the overwhelming majority of these 
were found in the medium and large dioceses in the middle 
Atlantic states. 120 
Seventy-eight percent of these organizations limited 
membership to lay teachers only; the rest allowed religious 
teachers to join lay teachers in the unit. The majority of 
119. W. Rodman Snelling, op. cit., p. 2. 
120. John Augenstein, "Teacher Unions, The Courts, and 
Catholic Schools," Contemporary Issues in ·catholic 
Schools, NCEA Secondary School Department, Washington, 
D.C., 1981, p. 78. 
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organized teachers were found in Catholic high schools -
rather than elementary schools. Sixty-seven percent of the 
superintendents responded that the rights and duties of the 
teachers were spelled out in these contracts. A conclusion 
drawn from this survey was that the number of teachers' or-
ganizations is growing slowly but steadily; slightly more 
than half of the groups in the 1979 survey have been in 
existe~ce for more than five years. A majority of the super-
intendents responding indicated the need for a third-party 
service to help with the settling of collective bargaining 
disputes. The hoped for third-party leadership should, 
according to the superintendents, come from the local dio-
cese, the State Catholic Conference, and the NCEA, in that 
order of preference. 
With regard to salaries and benefits the survey showed 
that these are usually settled at the local instead of dio-
cesan level; more teachers are directly involved in setting 
salary than might be expected, and methods for determining 
teachers' salaries should be made available across the coun-
try.121 
Two years later, in 1981, Augenstein investigated the 
effect of teachers' organizations in Catholic schools. He 
sent an open-ended survey to fourteen superintendents and 
thirty-eight union presidents. Eight superintendents and 
121. John Augenstein, op. cit., p. 83. 
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twenty-one presidents returned the survey which yielded in-
formation mostly in the area of administration. 
The superintendents felt that the presence of a union 
for collective bargaining made them more sensitive to teach-
ers' rights and responsibilities, and made them provide docu-
mentation for retention or firing. It also tended to polar-
ize the faculty and administration and provide greater dis-
tance Letween these groups: legal procedures became more 
common. The union presidents felt they had gained greater 
cooperation and more respect: the administration became 
more accountable to the teachers and there was some limita-
tion on administrative powers. Presidents felt that dollar 
figures reported by the school administration have become 
more reliable. 
Both superintendents and presidents agreed that in 
personnel relations collective bargaining spells out the 
rights of teachers more clearly and pressures teachers to 
become more professional. In the area of finances, super-
intendents and principals agreed that operating costs are 
rising in part because of the considerations won by the 
union, but there is a tendency to become more cost effective 
on the part of the administration. 
Superintendents felt that models must be developed in 
the next few years for the collective bargaining process 
which have more in connnon with the ideal of connnunity of 
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faith. The limited resources of Catholic schools must be 
augmented by finding some financial stability for the schools. 
Union leaders felt that in the next few years development 
needs to take place in the area of shared ministry among 
administrators and teachers, coupled with better financial 
planning, and new sources of income. They felt there will 
be more teacher organizing and that collective bargaining 
will t~ke place on a systemwide basis. 
Augenstein concluded that there is a need for clear 
personnel practices developed mutually by teachers and ad-
ministrators, including the important step of documentation 
for purposes of retention and dismissal. There will contin-
ue to be a loss of administrative power, a low level of 
trust between contracting parties, and the persistence of an 
adversary relationship. Concern will continue over risinb 
operating costs, with the need for a fuller partnership with 
parents in the operation of the school. Teachers will con-
tinue to become equal partners with administrators and both 
will work toward a greater shared ministry. 122 
122. John Augenstein, "The Impact of Teacher Organizations 
in Catholic Schools," unpublished speech, National Cath-
olic Education Convention, New York, New York, April 20, 
1981, p. 6. 
109 
THE THIRD-PARTY AGENCY 
After the Supreme Court decision of 1979 which removed 
church-related schools from National Labor Relations Board 
(NLRB) jurisdiction, it became clear that the discussion 
started many years before about a neutral third-party for 
resolving these labor disputes in Catholic schools was to 
have new life. 
A nationwide survey of diocesan school superintendents 
and teachers' organization heads was conducted during July 
of 1979. 123 The majority of diocesan superintendents indi-
cated a need for a third-party to help the diocese and the 
local schools in resolving labor disputes. The superinten-
dents favored using three sources for the third-party agency: 
a local diocesan authority, the State Catholic Conference 
and the National Catholic Education Association in that or-
d f f 124. er o pre erence~ 
Different models have been proposed by those inter-
ested in the resolution of these disputes. 
Catholic Labor Relations Board 
The idea of a Catholic Labor Relations Board at the 
national, regional or local level has been discussed by 
123. 
124. 
Donna M. Krier, "The Development of Labor-Management 
Relations in the Catholic Schools of the United States," 
unpublished research paper, Loyola University of Chicago, 
Institute of Industrial Relations, 1981, p. 40. 
Ibid., p. 57. 
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several commentators. 
This concept was proposed by Elford in 1976. 125 ·It is 
a form of compulsary arbitration, since schools and teachers 
would be bound to accept its decisions. 
Krier addressed the concept but was aware of the prob-
lems .126 Kealy added to the discussion and included a strong 
concern about the enforceability. 127 Higgins supported a 
voluntary replacement for the NLRB, since it no longer had 
jurisdiction. 128 This agency, if constituted, would fulfill 
the following functions: 
1. Set policy. 
2. Protect the right of workers to freely choose to 
organize or not to organize for purposes of col-
lective bargaining. 
3. Determine appropriate bargaining units. 
4. Supervise elections and recognize representative 
bodies; be they termed unions, associations, or 
whatever. 
5. Determine unfair labor practices. 
6. Arrange for mediation and arbitration of disputes. 
129 
This agency would have several responsibilities includ-
ing publishing its operating rules and setting guidelines 
and standards for fair and unfair labor practices. A full 
125. 
126. 
127. 
128. 
129. 
George A. Elford, "The Financial Support of Catholic 
Schools," Unpublished paper, 1976, pp. 46-48. 
Donna M. Krier, op. cit~, pp. 40-55 and 56-68. 
Robert Kealy, "A Proposal for the Establishment of a 
Catholic Labor Relations Agency," unpublished research 
paper, Appendix of Report of United States Canon Law 
Society of America, 1980, pp. 7-8. 
George Higgins, 1979 Labor Day Statement, August 27, 
1979, United States Catholic Conference, Washington, 
D.C., 1979. 
Robert Kealy, op. cit., p. 1. 
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board would delegate issues to a smaller conrrnittee. It could 
also supervise elections. Local diocesan officials and. struc-
tures would be the first line of resort in labor-management 
relations, but the agency would be a source of appeal. Local 
and regional of fices would have to be established where there 
were none. The board would utilize agencies like the Ameri-
can Arbitration Association wherever possible. 
~his agency could be organized in a variety of ways: 
on the national level, the regional level, or the diocesan 
level. The agency would operate and fulfill the above-men-
tioned functions; it would be a policy-setting board render-
ing decisions and policy to meet specific needs. 
The same two objections arise in any discussion of this 
concept: namely, the voluntary nature of submitting these 
disputes to this agency because of the structure of the 
Church, and the financial expenses of such an agency. Each 
diocese in the United States is independently run and under 
the direction of the local bishop, called the ordinary, since 
he exercises ordinary authority. He must of course, obey 
the general laws of the Church and Canon Law, but besides 
these norms, he has much individual descretion at his com-
mand and a great deal of power. The bishop may approve and 
implement a plan for solving disputes in his diocese, but 
it would be binding only in that diocese. 
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The management of these schools, therefore, rests within 
the power of each bishop .... In this work he is general-
ly assisted by a diocesan school board composed of· sev-
eral priests. This board administers the affairs of the 
diocesan schools in the name of the ordinary and in con-
formity with local conditions .... The power of this 
school board depends entirely on the degree of juris-
diction delegated to it by the local ordinary.130 
The authority of the bishop over local schools is un-
questionable. The individual bishops would have to public-
ally cormnit themselves to support this board in advance. ·It 
seems unlikely that the bishops would be able to accept this 
limitation on their authority. 
Another large problem facing a third-party agency is 
that there is no avenue in Church law for enforcing decisions 
reached by any other authority than the bishop in his dio-
cese. No one can put any labor decision into effect unless 
the local bishop allows it. Realistically some solutions 
must arise to meet these needs, compatable with the struc-
ture of the Church and able to function within these limits. 
The raisom d'etre of 
environment in which 
stood, and embraced. 
purpose.131 
Catholic schools is to provide an 
the faith can be experienced, under-
Everything is secondary to that 
Creating a Catholic Labor Relations Board would take 
much time and effort. Isenberg and Greely did not think it 
130. 
131. 
James E. Biechler, "Canon Law and Catholic Teacher 
Organizing," unpublished research paper, DePaul Univer-
sity, Chicago, Illinois, 1982, p. 7. 
Robert Kealy, op. cit., p. 6. 
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would ever happen. The cost of such an agency would be 
great and is estimated at over two million dollars annually 
133 for a fully developed national agency. 
Further strain would be placed on the limited resources 
of the Church to support this type of agency in addition to 
the many existing agencies and services provided by the 
Church already. 
Consensus Models 
A second model mentioned repeatedly is the consensus 
model. It is actually a group of models which include the 
cooperation of all interested parties as equals and also 
recognizes the union as the sole bargaining agent for the 
teachers. 
It acknowleges the goals of labor peace and just wages 
and conditions for the workers. It includes all interested 
groups in a process in which they simple agree to negotiate 
and work together until an agreement is reached. Impasses 
can be resolved through the use of a neutral third party or 
binding arbitration. Elections could be supervised by a 
neutral party. The existing conciliation and arbitration 
services could be utilized when needed. Both parties must 
agree in advance to negotiate and settle in such a way that 
132. Harold Isenberg, "New Rites of Arbitration," National 
Catholic 'Reporter, October _26, 1979, p. 15. 
133. Robert Kealy, op. cit., p. 5. 
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the best interest of all would be available to each. En-
forceability would depend on contract provisions and the con-
sent of the parties to be bound. This concept has the 
beauty of being effected at the lowest level, with those 
directly involved intimately linked to its success. Here 
agreement is much more likely to be reached. 
A particular example of this model which has been im-
plemen+:ed and developed for use in Catholic schools was ad-
vanced by John Augenstein, the Superintendent of Catholic 
Schools in Youngstown, Ohio. It has been discussed else-
where. 
One particular expression of a consensus model pro-
posed during the period of NLRB jurisdiction was the expand-
ed school board concept of Fr. Meyers voiced in 1977. The 
expanded school board would, according to Krier, include 
representatives from all parties, and present the teachers' 
point of view .on all school issues. This would ensure that 
no salary decisions were made without the input of the teach-
ers. She believed that with some alterations this model 
could be put into place on the diocesan level as well as 
the local level. This model is connected to the understand-
ing of the Catholic school as the 11 conrrnunity of faith"; it 
would tend to remove the adversary relationship which 
exists in the traditional union-management ·roles ... a 
spirit of conrrnon concern could be fostered so that both 
the board and the teachers see themselves as working 
134 together for the same purpose. 
115 
Some fear this type of structure because of paternal-
ism, but this could be avoided by including total faculty 
participation. This system allows for the participation of 
the parents in the discussion of financial needs: this is 
important because. it is the support of the parents which 
pays the bills. The model of the expanded school board is 
much different from classical collective bargaining. This 
consensus model is not really bargaining at all, but a 
mutually arrived at decision among parties who realize they 
must cooperate so the school may continue. 
A second expression of the consensus model is the 
Education Personnel Commission which is similar to a Nation-
al Catholic Labor Board. It would be established at the 
regional level having authority over personnel matters in 
its region. This model would create Regional Personnel 
Commissions and would be consistent with the "community of 
faith" concept, but different from the trade union model. 
It would include all teachers and all segments of the edu-
cational community by an electoral process. 
While this discussion may seem promising and the ideas 
beneficial, it is very questionable that teachers.would be 
interested in most cases. 
Teachers display more of a tendency toward the tra-
134. Donna M. Krier, op. cit., p. 45. 
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ditional type of labor union than toward any cooperative 
agreement with the local school in a voluntary participatory 
manner. The models and discussion disavowing the tradition-
al labor union model come from the administrators of Catho-
lic schools and therefore probably do not present an even-
handed gauge of the feelings of all those involved. 
It is also true that teachers' organizations show 
great ?ariety in their form and structure; it is the choice 
of many of the teachers to determine the nature of their or-
ganization and its constituents. Each teachers' organization 
would view the Catholic Labor Board from its own point of 
view and many would not choose to cooperate with an agency 
sponsored by the Church. 
Consensus models have worked in different parts of the 
country but the literature showed they flourish where cordial 
relations already exist and administrators and authorities 
are open to the desire of workers to unionize. 
Currently the services of the American Arbitration 
Association are in use by some school systems and teachers' 
organizations. Others have contacted professionals in 
colleges and universities with expertise in labor-management 
relations. This seems to occur when good-faith attempts are 
made on the part of the school authorities to meet the needs 
of teachers short of a recognized bargaining arrangement. 
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The literature showed that these types of recourse are 
used in grievance process questions only. They do not meet 
the situations where full bargaining recognition is request-
ed. Problems with using an outside national agency include 
the concern that the outside experts are not familiar with 
the structure of the Church and the interrelationships pre-
sent in any church institution. All areas of the labor-man-
agemen~ relationship need to be included in the concept to 
make it workable. Some dioceses have established offices of 
Conciliation and Arbitration to deal with due process ques-
tions within the Church. These are of course, under the 
bishop's authority and not fully independent of the diocese. 
Strictly speaking the conciliator has no final authority to 
make the parties accept his decision except that given by 
the bishop. He attempts to bring the sides together and to 
get them to agree. Krier135 believed that these services 
worked well, since they are conducted by people familiar 
with the nature of Church institutions and are still neutral. 
These agencies do not have a final answer however, when 
faced with very militant teachers' unions determined to 
obtain recognition, since it is not their task to provide 
recognition. 
Heads of teachers' organizations overwhelmingly sup-
135. Donna M. Krier, op. cit., p. 42. 
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ported the establishment of a third-party agency in labor 
disputes. Among the available resources, there was a strong 
preference given to the American Arbitration Association 
since it is independent and not an arm of the Church. 
What we want is a true neutrality, not some "in-house" 
remedy to equitably and fairly settle disputes.136 
Along with the American Arbitration Association there 
are two other national organizations in the field: the 
Federal Mediation and Conciliation Service, and the National 
Academy of Arbitrators. The American Arbitration Associa-
tion lists 1800 registered and trained arbitrators, has 
offices throughout the country, and is a private non-profit 
corporation. It functions through an established set of 
rules which can be waived at the consent of the involved 
parties or modified to fit their dispute. This agency seems 
like the type of neutral third-party which would best fit 
the needs of the Church and the unions. Already several lay 
teacher contracts call for AAA arbitration as the final step 
in settling disputes. It has the advantage of being a ser-
vice that can be employed by both parties only when neces-
sary, and therefore eliminates the need for a third-party 
agency set up and supported by the Church. Perhaps Church 
officials would be reluctant to use this option in some cases 
136. Harold Isenberg, "Catholic Schools Local Hits New Dis-
putes Report," American 'Teacher, January, 1980, p. 10. 
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RELIGIOUS TEACHERS AND THE BARGAINING UNIT 
For the purpose of this study religious teachers have 
been defined as those persons who are members of Roman Cath-
olic religious orders or congregations and who are also 
teachers in Catholic schools. 
fhese people are both men and women who are distin-
guished by taking the religious vows of poverty, chastity 
and obedience. They most often live in groups called "com-
munities" and receive a set salary, called a stipend, for 
their services as teachers. The stipend, often one-half the 
amount of the average lay teacher salary, is in many cases 
sent directly to the financial officer of the religious 
community. Because religious teachers often.live in common 
and are committed to poverty, individuals may not be directly 
concerned with the day to day responsibilities of paying the 
bills and making ends meet. Their commitment to obedience 
means that individual religious teachers may be transferred 
from one school to another. This can be done with or with-
out their approval, but in recent times most superiors at 
least consult with their personnel before transferring them. 
Lay teachers, who have no such vows or commitments, view the 
137. Harold Isenberg, loc. cit., National Catholic Reporter, 
p. 15. 
120 
issues in bargaining with much greater urgency than religious 
teachers. Catholic schools are unique in this aspect; that 
lay teachers and religious teachers work side by side, but 
may have wholely different personal goals by the nature of 
their life style. 
Religious teachers take a professional attitude toward 
their work in the school. There are religious who feel that 
union novement threatens the traditional values present in a 
catholic school and they therefore resent unions. Many re-
ligious teachers view the school as their private enclave; 
the union is seen as taking control of the school away from 
them. Traditionally schools owned or operated by religious 
orders have experienced this possessiveness by the religious 
staff. In 1981, while religious on staffs made up only 
thirty percent of the teachers, they retained ninety percent 
f h h 1 . . 1 h" 138 o t e sc oo principa s ips. 
Religious often feel a school should charge the mini-
mum tuition, so that children from the poorer families can 
afford to attend. The demand of the teachers for higher 
wages, which push tuition costs up, may be seen as selfish-
ness and a threat to the continuation of the school. Relig-
ious teachers see themselves as unselfishly available for 
138. Bro. David Delahanty, F.S.C., "Religious and Lay Teach-
ers," Contemporary Issues in Catholic Education, Nation-
al Catnolic Education Association, Washington, D.C., 
1981, p. 27. 
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service to the school. They transfer from school to school 
at the will of their superior; the desire of teachers for 
tenure and stability as well as the security which accom-
panies these requirements is therefore alien to the spirit 
of many religious teachers. It is also true that some re-
ligious teachers become entrenched in a particular school 
and remain there, reluctant to move, for many years. Some 
religi0us teachers because of their vows and dedication to 
the mission of the Church in education have become suspicious 
of the dedication of the lay teachers who seem to want too 
much from the school, which has not provided so much in the 
past. Lay demands, moderate and fair when initiated and when 
seen in the light of the pressures on maintaining a family, 
may seem exaggerated to religious teachers who do not have 
to worry about their financial needs. In the late 1960's 
and 1970's the large departure of religious teachers from 
school work and the attitude of possessiveness contributed 
to their defensive posture. 
While it may be that religious are not directly con-
cerned about the financial awards to lay teachers, they are 
very concerned ab.out all the other issues which are the sub-
ject of bargaining. Issues such as working conditions, 
philosophy, and other items are handled in bargaining. In 
addition, the contract shapes the personnel policies and 
practice in the school and this affects both religious and 
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lay teachers equally. 
Religious teachers are in many respects like their lay 
counterparts. Religious teachers are like lay teachers and 
religious administrators are like lay administrators. Some 
people think religious teachers should be completely equal 
to the lay teacher in compensation, authority and responsi-
bilities. 
The question of religious membership with lay persons 
in a Catholic-school collective bargaining unit first came 
up in the mid 1960's when the Archdiocese of Philadelphia 
recognized the Association of Catholic Teachers as the ex-
clusive bargaining agent for all lay teachers in its second-
ary school system. Shortly thereafter ninety religious from 
seventeen different orders gathered in Allentown, Pennsyl-
vania, to discuss religious participation in Catholic unions. 
They were unanimous in their agreement that religious should 
be represented in the bargaining unit. 
To my mind the most vexing problem in church-related 
schools is the representation of priests, nuns, and 
brothers who teach.139 
There is no simple way to ensure their representation, 
but the process ·of negotiation should solve the problem. Not 
all religious teachers are part of management. Reicher be-
139. Robert Reicher, Rev., "Collective Bargaining and the 
Catholic Schools," NCEA Bulletin, National Catholic 
Education Association, Washington, D.C., November, 
1967, p. 7. 
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lieved that in an atmosphere of mutual trust and confidence 
work can be done toward an ideal structure of bargaining. 
Representation must be based on two important prin-
ciples. Religious faculty members who are teachers must in 
some way be included in the bargaining unit. Second, mem-
bers of the religious community cannot allow their connection 
with the order to impair the independence of the non-religious 
employ2es group. 
Grey said a single union would further the unity and 
morale of the teaching staff. If religious were excluded, 
then up to half of the teachers in a school or diocese would 
be excluded. Since religious are teachers, they have the 
right to be in the union. 
He did not believe that the commitment to poverty in 
religious life would be incompatable with union membership. 
Nor would a uniform pay scale for lay and religious be an 
argument against the usefulness of religious in the unions. 
It would rather build the morale of the religious by allow-
. th h 1 f th . 'b t d . l40 ing em to see t e va ue o eir contri u e services. 
Higgins agreed with Grey and was in favor of religious 
membership in Catholic teachers' unions. He seconded Reicher 
in wanting free and equal participation of non-administrative 
140. George Higgins, "Theplogical Perspectives," Unionism 
in Catholic Schools, National Catholic Education As-
sociation, Washington, D.C., 1976, p. 6. 
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religious faculty members with lay faculty members in the 
same organization. 
Higgins encouraged concentration of constructive, for-
ward-looking, nonlegalistic ways of making collective bar-
gaining work in the best interests, not only of the teachers 
involved, but of the schools themselves and the pupils who 
141 
attend them. 
~hea believed that religious teachers should have a 
vote as to whether or not a school staff should join a union, 
since the union will call the shots for the entire staff. 
He also felt that religious should have the right to decide 
d . "d 11 h th t h ·11 . . h . 142 in ivi ua y w e er or no t ey wi Join t e union. 
Liebrecht affirmed the right of religious teachers in 
a bargaining unit. 
141. 
142. 
143. 
Though not every concern is equally appropriate to re-
ligious and lay teachers on a staff, most concerns are 
shared. The long range benefits of belonging to the 
same organization seems to outweigh the immediate prob-
lems which joint membership may encounter. No civil or 
canonical legal barrier prevents lay and religious from 
being members of the same organization. From a posi-
tive viewpoint, joining together in one organization may 
benefit the atmosphere and effectiveness of the school. 
143 
Lynn was against the inclusion of religious in teach-
George Higgins, op. cit., p. 9. 
Medard Shea, C.F.X., "Life Style and Tenure Problems," 
Unionism in Catholic Schools, National Catholic Edu-
cation Association, Washington, D.C., 1976, p. 34. 
John Leibrecht, "Teacher Organizations in Catholic 
Schools," Unl.onism in Catholic. Schools, National Cath-
olic Education Association, Washington, D.C., 1976, 
p. 24. 
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ers' unions. He felt that religious by the nature of their 
commitment to religious life do not willingly become part of 
one camp or another in the adversarial relationship present 
in bargaining; rather they are by vocation inclined to serve 
and obey the legitimate requests of their superiors, and 
that the important commitment to religious life makes it a 
corporate state, not at all similar to labor unions. The 
genero~ity and other worldliness expected of religious is in 
opposition to the devisive nature of bargaining. But he 
believed that religious must have some voice to protect them-
1 f 1 . . 144 se ves rom exp citation. 
When a bargaining unit is constituted, the question of 
religious teachers being included is usually not in dispute. 
Case law and National Labor Relation Board (NLRB) de-
cisions have excluded t_he membership of religious teachers 
from Catholic school teachers' bargaining units on the 
grounds that the vow of poverty and a conflict of interest 
prevent the religious teachers from being able to participate 
fully and bargain in good faith. Religious teachers have 
been angered by these decisions, feeling excluded from the 
process and unwanted by their fellow teachers. 
The criteria used to determine membership of the unit 
is similar when it is adjudicated by the NLRB or the Ameri-
can Arbitration Association. 
144. George Higgins, op. cit., p. 6. 
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To provide consistency in its rulings, the NLRB, while 
it exercised jurisdiction in the matter of Catholic teach-
ers' unions, developed the criteria of "community of inter-
est." In these cases the Board considered control of the 
school, the connection between religious order faculty and 
the administration, hiring practices, salary and fringe bene-
fits, and services that religious teachers contribute to 
h 1 . k' . d . . 145 the s~ oo in ma ing its ecision. 
Augenstein concluded that the diocese of Youngstown 
is either the only diocese or one of the very few which has 
religious teachers in the bargaining unit. This result was 
achieved by the design of Bishop Hughes who at that time was 
superintendent of schools for Youngstown. He gathered e-
lected teachers from each of the six diocesan high schools 
and encouraged them to organize for the purpose of collective 
bargaining with the diocese. This unusual move was taken 
for the avowed purpose of creating a climate for positive 
·labor relations. Since most unionization begins in the 
complaints of the workers against the management, Bishop 
Hughes reasoned that if the step to unionization were taken 
voluntarily, then the whole collective process would have a 
positive and progressive atmosphere surrounding it, and in 
145. Edward P. Kelley, Jr., and Frank C. Gerry, "Bargaining 
Unit Placement of Religious Faculty," Academic Collec-
tive Bargaining Information Service, Washington, D.C., 
1978, p. 10. 
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this case he was correct. The organizing began in 1970, and 
the bishop insisted that in the organizing group there would 
be a place for each member of the teaching community: clergy, 
religious, and lay. It was clear that there would be dif-
ferences among that population, most especially in the area 
of salary needs, but that in all other educational matters 
there would be a strong common interest for the improvement 
of the system. So the Catholic Teachers' Organization of 
Youngstown came into being with the understanding that the 
issue of salaries for clergy.and religious would be settled 
in a different manner than for the lay teachers, who would 
negotiate for it. The najor superiors of sisters began 
meeting in 1968 with the representatives of the six bishops 
of Ohio to set a salary scale which was satisfactory to 
them. The priests who were not members of religious orders 
had their salaries set by the diocesan-level authorities 
for priests. All other matters which were common concern 
of all teachers were the subject of the negotiating process. 
From the beginning the religious teachers were a part 
of the secondary teachers' organization. The places of 
the religious in the confederation was clearly stated in 
the basic contract which used these words in 1973: 
The Diocesan Board of Education recognizes the Diocesan 
Confederation of Secondary Teachers as the sole collec-
tive bargaining representative of all certified person-
nel employed in the diocesan high schools for the pur-
pose of negotiations on matters of mutual concern in-
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eluding the base salary agreement for the duration of 
this agreement. The Confederation shall not be the bar-
gaining agent for priests and religious in the diocesan 
high schools with regard to their base salary. Excluded 
from this agreement in its entirety are all administra-
tors and supervisory personnel.146 
In the fall of 1975 the high school teachers voted to 
affiliate with the AFT. It is still up to the individual 
religious or priest to become a member of the confederation. 
Augenstein admitted that when religious teachers be-
come members of a bargaining unit there are certain unique 
problems. The initial product of the bargaining arrangement 
is the basic contract; this document speaks of salaries, 
fringe benefits, medical coverage, class size, number of 
preparations, extra-curriculars, etc. If this contract af-
fects only the lay faculty, then the administrator must not 
only satisfy the needs of this contract group, but must also 
deal with the needs of a separate group namely, the religious 
and clerical teachers. 147 
Bargaining units are remarkably diverse and it is not 
likely that any uniformity will emerge as the prototype for 
collective bargaining in a church-related school; each sit-
uation develps its own perameters which is wholely in keep-
ing with the nature of Catholic schools. Each is vastly 
146. 
147. 
John Augenstein, "Religious and Catholic Teacher Unions," 
Unionism in Catholic Schools, National Catholic Edu-
cation Association, Washi.ngton, D.C., 1976, p. 31. 
Ibid. , p. 31. 
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similar to all others in a hundred ways, and at the same mo-
ment different from any other. With this in mind it is- ob-
vious that the problem of religious teachers' membership will 
be present in Catholic schools. 148 
Ultimately the solution to this question may be re-
solved by the passage of time. 
The total number of religious teachers has dramatically 
declinAd and continues to fall. The present situation is 
such that in most Catholic schools the religious teachers are 
in the minority and continue to be reduced in number. Lay 
teachers are becoming principals and administrators in these 
schools. Therefore the membership of religious teachers in 
1 . 1 . . 149 many p aces is now no onger an important issue. 
CATHOLIC SCHOOL CONTRACTS. 
Catholic school teachers seek in their bargaining the 
same goals as public school teachers. In the matter of con-
tracts Catholic school teachers' unions have followed the 
lead of public school teachers' unions in their pursuit of 
those needs which the membership feels are important. 
By the process of collective bargaining, the teacher has 
established his rights to discuss as an equal with his 
148. David Delahany, op. cit., p. 50. 
149. Donna M. Krier, "The Development of Labor-Management 
Relations in the Catholic Schools of the United States," 
unpublished research paper, Capter V, Canon Law Society 
of America, Loyola University of Chicago, Institute of 
Industrial Relations, 1981, p. 73. 
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employer his compensation and duties as an employee. 
Thus the process of writing the contract is the expres-
sion of the teacher asserting his rights. For the· em-
ployer the process is one of preserving the rights of 
management from the pressures of an impersonal third 
party, the union. The finished document is the record 
of the power struggle between the employer who strives 
to preserve as many management rights and powers as 
possible and the teacher who seeks to expand his rights 
and privileges.150 
A study of the contracts signed between unions and 
diocesan office revealed that there are many standard con-
tract provisions which are found in most if not all public 
school contracts. 
The most important elements are the pay scale and 
fringe benefits. As a general rule Catholic school salary 
schedules were within eighty to ninety percent of public 
school salary scales. 151 Fringe benefits including pension, 
health insurance, life insurance, annuities and unemployment 
are included in this area. 
Unions want the bargaining unit to be defined broadly. 
thus including as many ·workers of the system as possible. 
This gives them greater leverage, since they represent more 
people. Determining the bargaining unit is very important 
to both parties at the beginning of the negotiating process. 
150. 
151. 
The union is very sensitive to the issue of job secur-
Peter Clifford, F.S.C., "The Teacher Contract," Nego-
tiations in Catholic Schools, National Catholic Educa-
tion Association, Washington, D.C., 1974, p. 20. 
Ibid., p. 20. 
itY and is eager to incorporate tenure into the contract. 
Tenure is the guarantee of a continuing contract for the 
services of the teacher from year to year. It is usually 
granted after three successful years of service, but does 
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not give more rights to the teacher than a non-tenured teach-
er. Rather it guarantees that the teacher can be dismissed 
only for cause, which in most contracts includes incompe-
tence, insubordination or immorality. When the management 
grants tenure, it is most concerned that the teachers does 
not lose his professional edge and become mediocre because 
of the guarantee of employment. Safeguards on tenure for 
the teacher vary from place to place, and may depend on fav-
orable evaluations, increased credit hours or other such 
criteria. 
In some situations the union tries to establish the 
right of transfer, so if a school is closed within the sys-
tem the most senior teachers will be relocated at another 
school and retain their seniority in the system. Of neces-
sity they will "bump" a less senior teacher; the least senior 
teachers will lose their position if there is a cutback in 
personnel. 
In 1974 the teacher contract of the Archdiocese of 
Philadelphia provided for a well thought out process of trans-
fer which attempted to better serve the needs of the teachers 
and the schools. 
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Grievance clauses rank close to tenure in the impor-
tance placed on them by teachers. Usually they provide 
three steps for those who feel their rights in the contract 
have been violated. First the teacher meets with the prin-
cipal face to face to resolve the problem. If the result 
is not satisfactory, the teacher may appeal to the level of 
the superintendent. If satisfaction is not obtained here, 
often Lhe teacher may appeal the issue to binding arbitra-
tion. Here the arbiter is an impartial third party who 
interprets the meaning of the contract in the specific sit-
uation in contention. This process can be costly for both 
sides. 
The areas of grievance and due process have an added 
dimension in a church-related school such as a Catholic 
high school. When causes for dismissal of a tenured 
teacher are alleged to be on the basis of religious or 
moral charges, both the diocesan system and the unions 
are reluctant to rely on an outside arbiter for a bind-
ing decision. Several contracts, therefore, specify 
that such issues be settled by a diocesan committee on 
due process, if one exists, or if none exists, the con-
tract will name a specific diocesan official, such as 
the Bishop or Chancellor, as the final arbiter.152 
In procedures for termination or dismissal the crucial 
issue becomes the status of the teacher's file. Knowledgable 
administrators maintain a record of items which bear on the 
future employment relationship of the particular teacher. 
Incidents which are positive and those which are negative 
152. Peter Clifford, op. cit., p. 24. 
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should be entered into the file so that at the time of dis-
missal or granting tenure, the decision is made on the·basis 
of evidence, which can be supported. This process may be 
commonplace in many public schools, but it is a relatively 
new concept in Catholic schools. Traditionally administra-
tors had the power to act arbitrarily in the firing of 
teachers without accounting to any higher authority. In 
Catholic schools where a contract is negotiated, unions have 
insisted on protection for their members. 
Working conditions become part of the bargaining proc-
ess when negotiators try to include language controlling 
class size, free time, number or preparations, volunteer time, 
extra-curricular assignments, and substitutions. 
Not all these things must be included in the contract 
itself, since the contract freezes all covered items and 
makes them obligatory for both parties. Rather, much can be 
accomplished by including these things in a comprehensive 
handbook, which serves as a guide for the day to day opera-
tion of the contract. Since the handbook is a guideline, 
it is flexible enough to allow for exceptions. 
Since the union is dependent on the contributions of 
its members to pay it's expenses it often asks for a pro-
vision calling for a 'dues deduction' or 'check off clause' 
meaning the school will retain part of the salary owed the 
employee and send it to the union. 
134 
From the management point of view the most important 
concession gained by the contract from the union is a no-
strike clause for the duration of the contract; correspond-
ing to no-strike is the no lock-out promise of the adminis-
tration. 
Most contracts included the rights of management, a 
criteria for hiring and rehiring, and a definition of the 
153 
school year. 
Except for more of the language ref erring to the 
specifically Catholic nature of the school and activities 
peculiar to Catholic schools, the contracts used in Catholic 
schools are very much the same as those used in public 
schools. 
The achievements of the union, as shown in the con-
tract comparison, demonstrate a similarity of interest on 
the part of both public school teachers and Catholic school 
teachers in the process of negotiating a contract. Both 
want better salaries and improved working conditions. They 
seek job security and a stable relationship with those they 
work for. They want to know what is expected and what limi-
tations are placed on their employment. 
The strong similarity between those issues negotiated 
by public school teachers and those negotiated by Catholic 
153. Peter Clifford, op. cit., p. 27. 
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school teachers shows that in the contract and through the 
formation of a union all teachers seek the same things.· It 
can be concluded that Catholic school teachers form unions 
for the same reasons as public school teachers. 
COMMUNITY OF FAITH EFFECTS 
In taking a look at the institutions in which they 
serve, Catholic school people have sought to explain that 
intangible quality which differentiates Catholic schools 
from other schools. They believe there is a certain at-
mosphere in a Catholic school - an attitude of concern and 
personal interest which makes a Catholic school more like 
an extended family than an institution. The literature 
calls this very beneficial component a "community of faith." 
The Catholic school is best described as a community of 
faith, formed by gospel values, whose purpose is ser-
vice of others. To be a corrn:nunity of faith, whose mem-
bers are united by the very Spirit of God into a unique 
fellowship, the school must be consciously and publically 
guided in all its actions by the teachings and the spirit 
of Jesus. Not only is this true of all individuals as-
sociated with the school in any way, it is also true of 
all groups and organizations related to the school.154 
This idea has been seized upon by many and is seen as 
both a description and a part of Catholic education. 
154. United States Catholic Conference, "Teacher Organiza-
tions in Catholic Schools: A Report," Washington, D.C., 
September 15, 1977, p. 4. 
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This concept has its origin in the connnunal nature of 
the Church. In the application of this concept, many 
schools and school systems are engaged in a self devel-
opmental process in which the characteristics of the 
connnunity are defined by a collegial action of community. 
The activities, procedures, and policies which give ex-
pression to each characteristic, such as worship and 
service to others, are specified through the involvement 
and participation of the members .... Furthermore, con-
cepts which have been basic to the survival of Catholic 
schools, such as contributed services, can be incorpor-
ated into the "connnunity of faith" model without dif-
ficulty .155 
This process allm,;rs for the blending of the various 
roles of teacher, administration and religious in a process 
of goal setting and implementation. 
This concept, which proposes an ideal, has been taken 
seriously by those in Catholic schools. But can this ideal-
istic view of the relationships between people work in har-
mony with the realism of collective bargaining or will bar-
gaining wipe out this positive atmosphere and make Catholic 
schools similar to factories and industrial plants in their 
atmosphere? 
Creswell believed that collective bargaining is com-
patable with a community of faith and may even be a neces-
sary component. He made three points for thinking the way 
he does. First of all, his understanding of community of 
155. John Olsen, C.F.X., "Effects of Teacher Unions on Cath-
olic School Personnel," Negotiations in Catholic 
Schools, National Catholic Education Association, Wash-
ington, D.C., 1974, pp. 28-36. 
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faith includes the Church's concept of social justice, which 
is a way for making fair decisions about the distribution of 
benefits in the connnunity. Secondly, collective bargaining 
appears to be the best way for establishing a just wage and 
good working conditions in many settings. Third, it does 
produce some dangers but these can be avoided or minimized 
h . ff 156 wit conscious e ort. 
3ince collective bargaining is a matter of relative 
power of the two parties, it is best expressed not strictly 
in dollar terms but in the costs of agreeing rather than the 
cost of disagreeing. There is a price for each side to pay; 
where the cost to each side is high, there is likely to be 
more disagreement than in a situation where there is a small 
cost to each side. His second assumption was that conflict 
is not necessarily bad. It is an unavoidable and often nee-
essary reality. Conflict allows both sides to learn that 
the other deeply feels and believes their point of view. 
Third, he said what is usually understood as the industrial 
model of bargaining does not really exist. Each unit and 
industry has its own methods and practices which vary widely 
from place to place. 
156. Anthony Creswell,· "Collective Bargaining and the Com-
munity of Faith in Catholic Schools," Unionism in 
Catholic Schools, National Catholic Education Associa-
tion, Washington, D.C., 1976, pp. 49-58. 
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Conflicts in school operations which lead to bargain-
ing and may impede the formation of a corrnnunity of faith de-
rive first from the scarcity of resources. There is not 
enough financial support to satisfy everyone. The question 
becomes what portion of the resources go to salaries and 
what part to the other things besides salaries? If the 
total amount available is fixed within a certain range, what 
part of the other operating expenses are reduced to make room 
for an increase in salary? There is no standard anywhere in 
Church teaching or practice which directs how this mix is to 
be obtained. Another source of conflict in collective bar-
gaining is the divergence of interest between the bargaining 
parties. In spite of modern theology which shifted emphasis 
from traditional forms to more open concepts, Church schools 
foolw an institutional model. As such the goals of the ad-
ministration differ from those of the teachers. Conflict 
also arises from the fact that administrators must evaluate 
teachers for retention and termination. When this takes 
place, reasonable people can expect teachers and administra-
tors to disagree with the decision to terminate the employ-
ment of a teacher. There will be differences about criteria, 
methods of evaluation, and other issues in the retention 
area. A fourth point of conflict arises from administration 
which is arbitrary and capricious. This unfortunate occur-
rence is not typical, but in places where the administrator 
is not responsible to a higher authority for his decisions, 
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unfair teacher terminations have been made. A fifth cause 
of problems in the bargaining field is the question of a 
just wage itself. 
Where do we find the standards which will provide 
resolution for these conflicts? The documents of the Church 
make clear what principles are to guide our actions, but 
they expect those involved to make the actual agreement 
settin6 the standards. 
If there is no substantive standard, then there must be 
a procedural one. That's where the notion of due process 
comes from, which is fundamental to many of the other 
procedures of the Church. That is what bargaining is 
about. I propose simply that collective bargaining is 
the best available mechanism for procedural justice for 
labor conflict.157 
Procedural justice can be found in the teaching docu-
ments of the Church; it can be justified from the process of 
wage determination itself. The teacher in a Catholic school 
should have some say in what he makes. He should have some 
say in how much he is expected to sacrifice for the good of 
the community of faith by taking a wage lower than offered 
in public education. Many critics raise the objection that 
unionism will bankrupt the Catholic schools. This question 
is political in nature: it involves a decision made by 
many people, parishioners, pastors, administrators, and 
even students. It is a question of how much expense the 
traffic will bear at this time and place. It does not seem 
157. Anthony Creswell, op. cit., p. 52. 
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that unions must bankrupt schools, but it means that each 
part of the constituency will make its point of view known 
about grievances. "Parishioners vote with their Sunday en-
velopes in the same way they vote on ta~~es. 11158 If they have 
confidence in the school and its work, they are more likely 
to support its needs. Bargaining is not the only possible 
method for attaining these needed just results, but whatever 
method is used, it should be one freely chosen by both par-
ties. If another method is agreeable, good; if bargaining 
is the method of choice, then it should be utilized. Look-
ing at the history of organizations of teachers who have 
chosen a mechanism for determining wages and working condi-
tions, it is obvious that they clearly prefer bargaining as 
equals. According to Creswell, problems in the process 
come from poor treatment of teachers by the management. 
Historically the demands of workers have come to be seen as 
just and reasonable. 
The point of negotiations is to reach as agreement 
that both sides can live with. It means mutual accomodation 
and working out differences that both sides can live with . 
... Sacrifice, rational choice, and obedience are not 
enough. A method, a procedurally just method, is needed 
to determine many questions of labor policy which can 
arise in a Faith Community. A mechanism of procedural 
justice is necessary to that Community itself. Callee-
158. Anthony Creswell, op. cit., p. 54. 
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tive bargaining for workers in Catholic schools seems to 
be the best candidate for that: achieving social justice 
in labor relations.159 
The United States Catholic Conference Report of 1977 
agreed with this point of view saying: 
In this community, it is fitting, and, indeed, necessary 
that the question of teacher organizations be approached, 
not in a negative or adversarial way, but in an atmos-
phere of trust and understanding. There is not intrin-
sic reason to fear the consequences of a teacher organ-
ization established according to the wishes of the teach-
er employees. The very fact that a Catholic school is 
called to be a Community of Faith should persuade the 
administration to accept and welcome employee initiative 
in this regard.160 
Boyle (1980) studied the relationship between faith 
community and teachers' unions as mentioned above. She said 
the community of faith concept grew out of the Pastoral 
Letter, "To Teach As Jesus Did" of 1972. In her study the 
supported the compatibility of community of faith 
and collective bargaining, but the results of her survey 
pointed to a conflict between these two concepts. Data was 
obtained from administrators alone, which may have influe-
enced its outcome. There was not enough evidence to con-
clude that unionization was harmful to community of faith. 161 
159. Anthony Creswell, op. cit., p. 57. 
160. United States Catholic Donference, op. cit., p. 4. 
161. Donna Flaherty Boyle, "The Relationship Between Faith 
Community and Teacher Unions in Catholic Schools; Im-
plication for the Future of Catholic Schools," unpub-
lished doctoral dissertation, Boston College, Boston, 
Massachusetts, 1983. 
Dunne 162 believed community of faith would suffer 
stress with collective bargaining, and Cicco pointed out 
the divergence of interest between them. 
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Cicco insisted on ready access to Catholic schools: 
therefore, tuition must be kept as low as possible. Other-
wise we are creating a system in which only the affluent 
and upper middle class uill be able to afford them. Sacrifice 
is the~efore necessary on the part of all those involved with 
the process of Catholic education, and part of this sacrifice 
must be in monetary terms - the money available to the teach-
ers in the form of salaries. Unions were formed for the im-
provement of working conditions and better wages. The demand 
for these improvements depends on the profit margin of the 
business involved. Since there is no profit in a Catholic 
school, the increases won for higher wages must be paid for 
by increases in tuition. This higher tuition denies many 
children the opportunity to attend Catholic schools. The 
secular values which the union promotes are opposed to the 
values of the community of faith. Since the Church operates 
on the local level, said Cicco, we must understand that each 
parish is a self contained unit of the Church and that dio-
cesan salary scales do not mean that every parish in the dio-
162. Wallace J. Dunne, "Church Personnel Practices: A Chal-
lenge for the 80's," National Catholic Education Associ-
ation, given New Orleans, Louisiana, October 22-24, 1978, 
Washington, D.C., 1978. 
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cese can afford the same salary scale since all have differ-
ent levels of economic strength. Labor unions often fail to 
d th . 163 understan is. 
Cicco did not believe that people whose object is the 
promotion of the community of faith in a Catholic school can 
be comfortable in the same organization as those who have 
directly opposed any aid to non-public schools such as the 
AFT anj NEA. Because of these variations in objectives and 
philosophy Cicco didn't think that labor unions in general 
are consistent with a community of faith as he understood 
it. Two results may be the product of recruitment of labor 
unions in Catholic schools: the closing of schools which 
cannot meet the financial demands, and the elite nature of 
those remaining open for the same reasons. 
At the same time each school may have a local teacher 
organization whose goals and objectives are consistent with 
the community of faith idea. Cicco believed that only 
those teachers who have limited financial responsibilities 
can afford to work in Catholic schools. Heads of families 
should not be expected to work in our schools since it 
would be unfair to them to do so. 
The resolution of this question seems unclear at 
163. John T. Cicco, "Faith Community Effects," Unionism in 
Catholic Schools, National Catholic Education Associa-
tion, Washington, D.C., 1976, p. 47. 
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this time. It is clear that the attitude of those involved 
both as labor and management is the most crucial element in 
sustaining the community of faith in a Catholic school. 
If school officials work with teachers and address 
their needs voluntarily, including them in decisions which 
affect them, the community of faith will be nurtured and 
blossom. 
If teachers are forced to turn to the unions to safe-
guard themselves and their jobs and must continually rely on 
union strength for security from threats, it is unlikely. 
that any mood fostering a community of faith will be cre-
ated. 
POSITIVE APPROACHES TO TEACHER GOALS 
Many discussions of collective bargaining in Church 
institutions begin with the assertion that workers have the 
right to bargain, that the Church has consistently taught 
this, and that bargaining as a union unit may be a good or 
bad way to do the work of the Church and fulfill the just 
needs of the employees. 
More importantly it is the underlying attitude within 
the school and the system which brings the issue of unions 
to the surface in the first place. Consider two extremes. 
In one school teachers and administrators work in perfect 
harmony and always fulfill the demands of their philosophy. 
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In another school the pastor and principal are tyrants, and 
all teachers actively undermine their respect and authority 
at every chance. Just as these two extremes may encompass 
an unlimited number of different situations between them, 
the desire for unionization or the lack of desire for it 
present an unlimited variety of situations for administra-
tors and teachers to deal with. In a discussion of positive 
approa,:hes to teacher goal.s we may speak of how to avoid the 
desire to organize on the part of teachers as one end of 
the issue, and how to deal with an existing and determined 
union at the other end of the issue. 
Collective bargaining in Catholic schools is not in-
evitable, but may become a part of administrative life. 
Teachers who have felt the need to join together for their 
protection, will certainly not ever forget that lesson, and 
will not willingly cease what they have begun. Teachers who 
believe they have a partnership arrangement with the school 
will not feel the need to unionize to gain by pressure what 
they may be persuasion. 
School administrators should be able to foresee the 
movement of teachers in the direction of bargaining and be 
prepared not to block the movement or to forbid it, but 
rath k h . . 164 er to ma e t e resort to negotiations unnecessary. 
164. John Olsen, C.F.X., "Effects of Teacher Unions on Cath-
olic School Personnel," Negotiations ·in Catholic Schools, 
National Catholic Education Association, 1974, p. 9. 
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Burke165 felt that the usually enunciated position in 
defense of the Church's encyclicals is only part of the· 
total labor picture, and that a different point of view may 
be drawn from the Church's teachings. He believed that the 
basic responsibility of the Church employer is to provide 
the best possible working conditions so as to remove the 
need for employees .to seek outside assistance from a union 
to ach~.eve them, while still recognizing the right to bar-
gain. 
He recognized that economic considerations are a pri-
mary, but not the only areas of concern for Catholic teach-
ers; in those places where a faculty member knows that every-
thing possible is being done to raise his salary and bene-
fits, teachers will be more likely to accept what is offer-
ed, even though it may not be as much as they would like. 
However, if the employees feel abused and unappreciated and 
have too limited a say so in matters important to the school 
and their working conditions, they will seek active voice 
through a union if necessary. Therefore, when the teachers 
in a school are in any way abused, their memory will cer-
tainly be a part of the decision to seek protection through 
a union. Burke encouraged administrators to work so that 
situations in which unions might emerge do not occur in 
165. Edward J. Burke, "Reflections Upon the Pros and Cons of 
Collective Bargaining in Catholic Schools," Unionism in 
Catholic Schools, National Catholic Education Associa-
tion, Washington, D.C., 1976, p. 11. 
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their school. He did not oppose the right of people to 
unionize, but believed that the problems attendent to 
unionization outweigh the benefits. No Church teaching says 
that anyone should organize, only that they may organize if 
they choose to do so. Faced with the fact of a union organ-
ization drive developing in the school, the administrator 
should make a strong effort to fully inform the faculty of 
his viewpoint on the union. Unless the administrator speaks, 
the faculty will not know his feelings and will assume he 
favors the union. In addition, the employer should realize 
that the union representative will present only one side of 
the picture, intending to make the union appear as the only 
salvation for the present situation. The employer has the 
obligation to speak out on the drawbacks of unionization. 
Host faculty members will not know the pluses and minuses of 
unionization unless these are pointed out. Do teachers know, 
for example, that once the union is voted in, only the union 
may speak for the members and no individual agreements may 
be made? The rights of the members are restricted by a 
union agreement; the union may discipline its members so as 
to maintain its strength and status. Because of the com-
plexity of the questions involved in the unionization proc-
ess, Burke strongly advised consultation with a qualified 
labor attorney before the question of a union comes to a 
head. 
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Meyer proposed three models to help facilitate great-
er participation for all and promote social justice in ·the 
school without recognizing a union. The first model re-
structured the school board to include a meaningful repre-
sentation of the teachers so that all constituencies may be 
fairly included and share in decisions. His second model 
was the creation of an Educational Personnel Commission at 
the lo~al or diocesan level with the authority to settle 
disputes - essentially a board of binding arbitration. The 
third model is a combination of one and two: a modified 
Board of Education and an Educational Personnel Cornrnis-
. 166 
s1on. 
Alternatives to the bargaining process as a union 
function revolve around a corning together of concerned per-
sonnel from each interest group and having them meet as e-
quals to forward the best interest of the school. These mod-
els are cooperative and problem solving rather than demanding 
and adversary. They include participative and effective 
decision making. 
In schools where the teachers have influence on the 
terms and conditions of their employment and a voice in asses-
sing the needs of the school and determining policy, they are 
166. Rev. John Meyers, "Toward Justice For All," Unionism in 
Catholic Schools, National Catholic Education Associa-
tion, Washington, D.C., 1976, p. 22. 
very likely to feel quite comfortable in the educational 
setting. The method of dealing with the teachers is the 
key to the smooth operation of the school. 
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The wise administrator of the Catholic school should 
become immediately aware of the need to include the teaching 
staff in an effective and meaningful manner in those de-
cisions which affect the teachers' position in the school. 
He als0 needs the foresight to head off pressure for nego-
tiations by removing from contention the problems teachers 
are likely to want bargained. This is not deceitful, only 
far-sighted. By heading off problems, the administrator 
makes it easier to direct and promote the best interest of 
the school. In taking away the need to bargain, the admin-
istrator is fulfilling the mission of the Church helping 
teachers in their professional careers. 
In such a situation, which has been characterized by 
a relaxed atmosphere and mutual cooperation, commentators 
mentioned the need to develop alternatives to the industrial 
model. 
Augenstein'smonograph provided a well-though-out at-
tempt to concretize this concept in a model for action he 
called "a collaborative approach11 • 167 
167. John J. Augenstein, A Collaborative Approach to Person-
nel Relations, National Catholic Education Association, 
Washington, D.C., 1980, p. 1. 
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Augenstein believed collective bargaining originated 
with the market-place approach which begins and ends in. con-
frontation. Catholic schools should move away from this 
approach through the professional and problem solving ap-
proach to a collaborative approach. Because he felt that 
Catholic schools and teachers proceed from a corrnnon vision 
and a common goal, Augenstein wanted to incorporate two ideas 
which have been seen as opposites, namely, community of faith 
and justice for workers. He believed both could be gained 
at the same time. He mentioned three of Creswell's points 
as necessary in any model: 
1. A Community of Faith requires some mechanism for 
procedural justice, that is a way to make fair de-
cisions about the distribution of benefits in the 
community. 
2. There must be a procedural standard with which to 
make decisions. 
3. A procedurely just method is needed to determine many 
questions of labor policy which can arise in a Faith 
Corrnnunity.168 
In deciding how to go about this process Augenstein 
realized that all parties involved in the process must be 
represented. These include the pastor, the parents, the 
parishioners, the administrators and the teachers. So that 
they may all move in the same direction, he posited the need 
for corrnnon foundation agreements. These are statements of 
168. Anthony M. Creswell, "Collective Bargaining and the Com-
munity of Faith in Catholic Schools," Unionism in Cath-
olic Schools, National Catholic Education Association, 
Washington, D.C., 1976, p. 45. 
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vision, r.iission, outlook and philosophy which all partici-
pants hold in cormnon. Time and meetings must be devoted to 
the development of this shared vision for the school. By 
their activity in these sessions the participants make them-
selves and each other aware of the nature and purpose of 
their particular school and discover the goals they share. 
Of equal importance is the acknowledgement of the rights and 
responsibilities of each party. Goals, purpose, tone, par-
ticipants, leadership and format must be decided. 
The issues faced in the process are not mysterious; 
they include the overall mission of the Church, the educa-
tional mission of the Church, the role of teachers in the 
Catholic school, and the role of teachers' associations in 
Catholic schools. Documents exist to help guide discussion, 
particularly two which are often cited: To Teach As Jesus 
Did, issued by the Catholic Bishops of America in 1972, and 
The Catholic School, issued by The Sacred Congregation for 
Catholic Education in 1978. The rights of teachers, admin-
istrators and parents must be recognized. Concerns that all 
parties want studied and resolved must be brought into the 
discussion process. These most cormnonly include: 
personal and family needs, methods of addressing apparent 
or actual injustices, terms and conditions of emploYI!J.ent, 
and cooperative planning of the school's direction.169 
169. John J. Augenstein, op. cit., p. 8. 
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The process itself involves from five to ten sessions, 
of two hours' duration, where the elements mentioned above 
are discussed in an organized manner. The panel composed of 
- representatives of each party meet and select two leaders 
for discussion. One leader is for the stewards, who are de-
fined as those who traditionally control and direct the 
school. The other is for the collaborators, who are defined 
as the teachers. Leaders should be those good at leading 
people and conducting meetings. Participants must commit 
themselves to attend all meetings and prepare for them. All 
participate fully in the discussion and are prepared to com-
promise and adjust to the need for finding a workable solu-
tion. Each session of the process follows a definite plan 
elaborated by Augenstein. They move along with preset goals 
for each session. Because all concerned parties are present 
in all discussions, it is reasonable that this consensus mod-
el would work in Catholic institutions where good will and 
trust are present. In places where trust has disappeared and 
hostility has replaced harmony, it may not be possible to 
use this model. 
Is it possible that teachers who are interested in 
unionization may decide not to? 
In Syracuse, New York, Catholic school teachers over-
whelmingly defeated the proposed union in a certification 
election on June 3, 1981. The diocese did not resist organi-
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zation efforts and cooperated with the election process. It 
was the first time Catholic teachers rejected a union after 
exercising the right to vote. 
The diocese granted all the requests of the teachers' 
group. 
While the teachers were granted the elections and the 
schools were closed for a half day to ensure the largest 
turnout, the diocese openly campaigned against the union. 
Father James O'Brien, the superintendent of schools, was 
gi·ren the power by Bishop Frank Harrison to deal with 
the union to propose a covenant of teachers, clergy, 
parents, and administrators as an alternative to the 
forming of a bargaining unit. Positions were spelled 
out in the local diocesan newspaper, The Catholic Sun. 
O'Brien listed the advantages of the covenant over the 
union but even these were prefaced with a statement ac-
knowledging the teacher's right to organize as a long 
standing one in the teachings of the Catholic Church and 
one that the Diocese of Syracuse in no way denies or 
wishes to challenge. 
The Bishop was very outspoken and obvious about cooper-
ating with the processes and should be congratulated for 
it no matter how the election turned out.170 
This outcome may reflect the weakened position of unions 
in this period of history, but it may also show that the at-
titude of administrators and bishops and their method of 
dealing with teachers is a crucial element in the formation 
of Catholic teachers' unions. Even where there is a fully 
recognized union present at the bargaining table it is pos-
sible to avoid the adversary style of bargaining. 
170. Thomas Rogers, "Syracuse Teachers Reject Union," Na-
tional Catholic Reporter, June 19, 1981, p. 5. 
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Teachers and parents in the FortWayne/South Bend Diocese 
after nearly a year have taught each other how to nego-
tiate a union contract. Inexperience on both sides· 
slowed completion of the Diocese's first collective bar-
gaining agreement with teachers. But the tough days 
were worth it according to Bishop William McMannus be-
cause "we learned how to put our goals for Catholic 
schools in writing." The two sides agreed from the 
start to negotiate without lawyers at the bargaining 
table. Four teachers from Community Alliance for Teach-
ers of Catholic High Schools (CATCH) met with five par-
ents, one representing each of the Diocese's high 
schools. The contract signing climaxed a process begun 
in 1975 when a CATCH victory in the National Labor Re-
lations Board election was challenged in court by Bish-
op Andrew Gruptka, 1'.icMannus' predecessor, who argued 
the Federal Government had no right to impose collective 
bargaining on a parochial school. Soon after a March, 
1979 Supreme Court ruling upheld the Diocese's position, 
McMannus made good the pledge and recognized CATCH. 
McMannus recognized the union even though he won the law 
suit. Though federal law no longer controls parochial 
school collective bargaining, McMannus contends that: 
"Church law does require good faith negotiations with 
employees." McMannus' attitude is rare. NCR reports 
that at contract time each spring, it is flooded with 
anguish reports from teachers who are denied reappoint-
ment after trying to take ~ollective action on wages, 
benefits, or job security.171 
It is possible to work harmoniously with a teachers' 
union, although such experiences may not be typical: 
Mutual respect and a deep commitment to participatory 
decision making made collective bargaining work in the 
Columbus Diocese of Catholic schools. Together teachers, 
administrators, and Church members in Ohio's third lar-
gest city have proved, in the words of Catholic school 
superintendent Daniel Brent, that unionization can help 
all parties "become partners in improving an educational 
enterprise for which we share a corrnnon concern." 
Through the union, teachers have a say in the school 
171. Steve Askin, "Catholic Teachers Fight for Recognition," 
National Catholic Reporter, August 29, 1980, p. 10. 
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system policies. The union is represnted on the Colum-
bus elementary and secondary Catholic School Boards. 
The union has never struck. Its members are some of the 
nation's highest paid parochial teachers. The 1980-82 
contract raises salaries 30 percent during two years, 
and sets pay raises at 87 percent of local public school 
levels. 
From the association's founding in 1970, both sides set 
the stage for amicable relations. Colunbus recognized 
the association easily. and began collective bargaining 
as soon as it obtained majority teacher support. Per-
sonal respect helps cement the relationship. The super-
intendent always has been exceptionally open to teachers. 
ThP two sides maintain good ties not by avoiding con-
flict but by regulating it. Negotiating guidelines 
adopted before talks began kept them orderly and peace-
ful. Under those rules, the association retains recog-
nition as long as it has the majority teacher support. 
If adopted elsewhere the Columbus guidelines might elim-
inate problems that plague other Catholic school systems. 
The simple recognition procedure avoids battles about 
teacher's rights to unionize. Early talks mean wage 
rates are established before the school board adopts a 
budget. Arbitration makes strikes unlikely.172 
There is no reason to believe that one particular type 
of model will dominate Catholic bargaining processes. The 
traditional individuality of Catholic schools seem to in-
dicate that each institution will develop a position which 
suits its needs. 
172. Steve Askin, "Columbus Has Answer," National Catholic 
Reporter, August 29, 1980, p. 10. 
156 
SUMMARY 
The information presented in the review of the litera-
ture supported collective bargaining in Catholic schools. 
The social context of workers rights in the United States 
was discussed and applied to teachers in Catholic schools. 
The economic advancement of Catholic school teachers through 
improved wages and working conditions are concrete expres-
sions of the quest for justice. It maintained that the dif-
ficulties of collective bargaining can be overcome and that 
teachers may take a more active part in the decision making 
process of the school. Collective bargaining is a process 
that often requires professional help so that the interests 
of all participants are protected. 
The history of papal and other official Catholic 
Church teaching on collective bargaining was discussed; the 
right of workers to organize and bargain, including teachers 
in Catholic schools, was clearly established. It is the pre-
rogrative of the teachers to decide whether or not to bargain, 
the nature of the unit, and its rules. The official spokes-
men of the Church have taken a strong position in favor of 
collective bargaining. 
The genesis of collective bargaining for Catholic teach-
ers is a part of the historical development of organized labor. 
157 
.American workers chose .unionization as their method to exer-
cise political power without identifying with a particular 
political party. 
Historically Catholic schools were found to train 
young people in the Catholic religion and tradition, and to 
provide a place for social and cultural interaction. When 
Catholic schools became more and more the haven of lay teach-
ers, a~ the numbers of religious teachers available decreased, 
these lay teachers became increasingly concerned about their 
wages and working conditions. Wages have always been less 
in Catholic schools than public schools, because of their 
private nature and lack of public funding. 
Unions in Catholic schools experienced success in the 
1960's and 1970's following the success of public school 
teachers' unions. Catholic teachers' unions were formed and 
grew for the same reasons as public school teachers' unions, 
namely; salaries, job security, working conditions, and in-
creased participation in the decision making process of the 
school. The prospect was for continued growth in Catholic 
school teachers' unions until the 1979 Supre~e Court de-
cision. This case set the precedent, still in effect, that 
the Federal Government cannot interfere in the internal 
operation of Catholic schools. From then on Catholic teach-
ers' unions were forced to rely on other avenues than the 
government for assistance as they pressed their claims for 
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collective bargaining. 
In the past few years Catholic school teachers' unions 
have not grown as quickly or spread as fast as they did in 
the 1970's. Among the reasons presented for this fact are 
the court decision, the economic recession of 1979 to 1981 
with its slow recovery period, the overall weak€ning of or-
ganized labor nationally, the decline in enrollment in Cath-
olic schools and.accompanying retrenchment, and a lessening 
of interest on the part of private school teachers in the 
union movement. 
Discussion focused on the need for a suitable agency 
to resolve labor disputes, but it was also made clear that on-
ly the willingness of the local bishop to agree to an arbi-
tration process would make this type of solution possible. 
It was recommended that disputes be negotiated by the Amer-
ican Arbitration Association, which would require the vol-
untary agreement of both parties. 
The place of religious teachers in the bargaining unit 
was discussed. The concern was expressed that all teachers 
be included in the bargaining process in an appropriate 
manner, recognizing the contribution of each teacher. The 
continuing decline in the ntnnber of religious teachers will 
lessen their impact on Catholic school collective bargaining; 
but religious teachers can be successfully included in the 
bargaining unit .. · 
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Concern was expressed in the literature that the atmos-
phere of warmth and concern present in Catholic schools· would 
be affected by the presence of collective bargaining. This 
''community of faith" effect, may according to some commen-
taries be maintained where collective bargaining is present, 
if procedural justice and a spirit of accomodation are pre-
sent among teachers and administrators. This "cormnunity of 
faith" may be lost where issues polarize the school commun-
ity. 
The literature suggested a positive approach to the 
question of legitimate teacher goals in Catholic schools. It 
suggested that administrators work to avoid the necessity of 
collective bargaining in Catholic schools by encouraging leg-
itimate teacher goals and working with teachers for improved 
salary, better working conditions and a greater participation 
in decision making. These goals may be reached without the 
presence of formal collective bargaining. This stance as-
sumes a cooperative spirit and attitude of accomodation by 
both teachers and administrators making collective bargain-
ing unnecessary. In stiutations where formal bargaining is 
already present, the discussion suggested the use of a con-
sensus model which includes the full participation of bar-
gaining unit representatives in all discussions of the con-
tract. This suggestion also requires the cooperation and 
trust of all parties. In circumstances where teachers feel 
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compelled to form a bargaining unit and will not be satis-
fied without it, the discussion suggested the recognition of 
the bargaining unit and an honest and professional approach 
to bargaining with the goal of making a just and equitable 
settlement. 
CHAPTER III 
SUBJECTS, MATERIALS, PROCEDURES 
SUBJECTS 
The population sampled in this study was the princi-
pals, and a sample of the lay teachers and religious teach-
ers of the Catholic high schools of Illinois. Illinois pro-
vides specific advantages to the researcher in the area of 
collective bargaining. It is a large northern industrial 
state: since union activity and its effects are most likely 
to occur in such a state, Illinois presents an appealing field 
for study. In addition, Illinois has a large Catholic popu-
lation, which indicates a significant number of Catholic 
schools. 
Another distinct advantage to Illinois is that it con-
tains two divergent types of American life in a fairly even 
proportion for the purpose of the study. The Archdiocese of 
Chicago has the largest Catholic school system in the coun-
try; it is the fifth largest school system overall in the 
nation. Only the public school systems of New York, Los 
An8eles, Chicago, and Philadelphia have larger school systems. 
In the Archdiocese of Chicago there are 366 elementary schools, 
and fifty-four Catholic high schools. In the remainder of the 
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state there are thirty-eight Catholic high schools. Since 
the literature and experience have shown that most collective 
bargaining in Catholic schools is on a diocesan system-wide 
basis or on an individual high school basis, it was decided 
to conduct the study based on the ninety-two Catholic high 
schools in Illinois. Research and literature had shown that 
no diocese in Illinois was bargaining on a system-wide basis. 
Since the state contains a large metropolitan area and an 
important rural area, Illinois provides an interesting, yet 
balanced field for study. Previous research included Chicago, 
but is dated and a fresh assessment seemed pertinent. 
The primary source for information on Catholic insti-
tutions in the United States is the Official Catholic Direc-
tory, published by the J. P. Kenedy Co., New York. The sam-
ple, which was th2 ninety-two Catholic high schools of the 
state, was listed with their addresses and the names of the 
administrators in the 1983 edition of the Directory, and was 
used for the research. In this study responses were sought 
from each of these schools. The population included prin-
cipals, lay teachers, and religious teachers from each of 
these schools. Each principal was asked to respond to the 
survey, and to enclose a list of the names of the teaching 
staff with the completed survey. From the teacher lists, 
three lay teachers and three religious teachers were selected 
at random and mailed a questionnaire. 
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In the case that every respondent cooperated with the 
study, there would be 644 possible returns of the survey in-
strument. However the actual return was less than ideal. 
To the initial questionnaire for principals, seventy-seven 
of the ninety-two principals responded for a return of 
83.69%. Of these seventy-seven principals, seven (7.60%) 
returned the questionnaire unanswered or enclosed a note say-
ing thLt they would not cooperate with the study. Two (2.17%) 
of the principals returned the survey but did not enclose a 
teachers' list, although two follow-up letters were sent 
requesting it. Fifteen principals (16.30%) did not respond 
at all, although two follow-up letters were sent with an ad-
ditional survey enclosed with each one. Table 1 summarizes 
the possible individual responses by principals. Sixty-
eight (73.91%) of the principals returned a teachers' list 
with the survey. The teachers' lists were labeled indicat-
ing the status of the faculty nember: Father, Sister, Bro-
ther, if they were religious; :Mr. , Mrs. , Ms. , or no prefix 
if they were lay teachers. Table 1 also summarizes the in-
dividual responses to the questionnaire. From these lists 
three religious teachers were selected at random and they 
were sent the questionnaire for religious. Three lay teach-
ers were selected at random and they were sent the question-
naire for lay teachers. In this way a sub-sample of 204 re-
ligious teachers and 204 lay teachers was created. Two 
TABLE 1 
SUMMARY OF POSSIBLE INDIVIDUAL 
RESPONSES BY PRINCIPALS 
Illinois Catholic high school principals: N 92 
Possible responses 
Response to initial survey 
Non-cooperative response 
Completed questionnaire 
and included teachers' 
list 
Completed questionnaire; 
did not include teachers' 
list 
No response 
N 
92 
77 
7 
68 
2 
15 
Sl.Jlv.IMARY OF INDIVIDUAL RESPONSES 
TO THE QUESTIONNAIRE 
N Actual 
Principals 92 70i( 
Religious teachers 204 138 
Lay teachers 204 125 
Total 500 333 
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% 
100.00 
83.69 
7.60 
73.91 
2.17 
16.30 
% 
76.08 
67.64 
61. 27 
66.60 
* Of the principals responding seven would not cooperate with 
the study. The number of usable principal's responses was 
seventy (76.08%). 
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follow-up letters were sent to each religious teacher and lay 
teacher who did not respond to the initial questionnaire. 
The adjusted total possible responses for teachers was 408; 
added to a possible 92 principals the total possible responses 
for the study was 500. Of this 500, a total of 333 (66.66%) 
were returned and comprise the data of this study. 
The total of 333 usable responses included sixty-eight 
(73.91%) of the principals, 138 (67.64%) of the religious 
teachers, and 125 (61.27%) of the lay teachers. 
Principals 
TABLE 2 
SUMMARY OF USABLE RETURNS 
ACCORDING TO ROLES OF RESPONDENTS 
N % 
70 21.03 
Religious teachers 138 41.44 
Lay teachers 125 37.53 
Total 333 100.00 
Seven of the principals indicated by mail that they 
would not cooperate. Four responded that they were not in-
terested in completing the questionnaire; one said he would 
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not respond because of the topic. One said the questionnaire 
did not apply because there is no union at their school.· An-
other said he had a fine relationship with his faculty and 
was not interested in responding, and one wrote a letter stat-
ing that she did not have enough time to complete the ques-
tionnaire. 
CHARACTERISTICS OF THE RESPONDENTS 
The respondents to the questionnaire included princi-
pals, religious teachers and lay teachers. Of the 333 usable 
responses seventy (21.03%) were from principals, and 263 
(78.97%) were from teachers. Classified according to their 
status in the school, 138 (41.44%) of the respondents were 
religious teachers, and i25 (21.03%) were lay teachers. Class-
ified according to sex, 127 (48.28%) of the teachers were 
male lay and religious, and 136 (51.72%) were female lay and 
religious. 
The survey asked all respondents to check what type of 
school they were working in; whether it was a connnunity-owned 
school, an archdiocesan or diocesan school, or a parish 
school. 185 (58.35%) of the respondents stated they worked 
in a corrrrnunity-owned school. 105 (33.12%) stated they worked 
in an archdiocesan or diocesan school, and twenty-seven 
(8.53%) stated they worked in a parish school. 
The survey asked all respondents to indicate their age; 
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five categories were provided for checking this item. Twenty-
eight (8.52%) indicated they were twenty-nine years old or 
younger, 116 (35.25%) indicated they were between the ages of 
thirty and thirty-nine, ninety-two (27.96%) indicated they 
were between the ages of forty and forty-nine, fifty-seven 
(17.33%) indicated they were between the ages of fifty and 
fifty-nine, and thirty-six (10.94%) indicated they were sixty 
years 0f age or older. 
Respondents were asked to indicate the highest level 
of educational achievement. Six categories were provided for 
checking. Two (.60%) of the respondents indicated they had 
no college degree; thirty-one (9.43%) indicated they had a 
Bachelor's degree. Fifty-two (15.80%) indicated they had a 
Bachelor's degree plus additional credit hours and sixty-one 
(18.55%) indicated they possessed a Master's degree. Re-
sponses indicated that 177 (53.79%) possessed a Master's 
degree plus additional credit hours and six (1.82%) of the 
respondents indicated that they possessed a Doctor's degree. 
Tables 3 and 4 summarize selected characteristics of the 
respondents. 
Characteristics of the Principals. The principals of 
the Catholic high schools in Illinois were asked to complete 
a questionnaire on their attitudes toward collective bargain-
ing. General information was solicited from them at the be-
ginning of the survey. To the question of the age of the 
TABLE 3 
SELECTED CHARACTERISTICS OF RESPONDENTS 
Positi0n: 
Principals 
Teachers 
Total 
Status: 
Principals 
Religious teachers 
Lay teachers 
Total 
Sex of Teachers: 
Male 
Female 
Total 
N 
70 
263 
333 
70 
138 
125 
333 
127 
136 
263 
% 
21. 03 
78.97 
100.00 
21. 03 
41. 44 
37 .53 
100.00 
48.28 
51. 72 
100.00 
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TABLE 4 
SELECTED CHARACTERISTICS OF RESPONDENTS 
Type of School: 
Community owned 
Archdiocesan or diocesan 
Parish 
Total 
* 16 (4.80%) no response 
Age: 
29 years old or younger 
30 - 39 
40 - 49 
so - 59 
60 years old or older 
Total 
* 4 (1. 20%) no response 
Highest level of education attained 
by respondent: 
No degree 
Bachelor's degree 
Bachelor's degree 
plus credit hours 
Master's degree 
Master's degree 
plus credit hours 
Doctor's degree 
Total 
* 4 (4.80%) no response 
N 
185 
105 
27 
317 
28 
116 
92 
57 
36 
329 
2 
31 
52 
61 
177 
6 
329 
55.59 
31. 53 
8.10 
95. 18-lc 
8.52 
35.25 
27.96 
17.33 
10.94 
98. 79 7: 
.60 
9.30 
15.61 
18.31 
53.51 
1. 80 
98.77* 
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respondent no principal was found under the age of twenty-
nine, seventeen (25.00%) were between the ages of thirty and 
thirty-nine, thirty-two (47.06%) were between the ages of 
forty and forty-nine, fifteen (22.06%) were between the ages 
of fifty and fifty-nine, and four (5.88%) were sixty years of 
age or older. The mean age of the principals was 46.3 years 
and the standard deviation was 8.36 years. 
In indicating the type of school they directed, thirty-
seven (54.42%) were from community-owned schools, twenty-one 
(30.88%) were from archdiocesan or diocesan schools, and 
eight (11. 76%) were from parish schools. 
The principals were asked to indicate the number of 
years they had served as principal of their school, and an-
swers ranged from one to twenty years. Forty-three (63.23%) 
were principal from one to five years, twenty-one (30.88%) 
were principal from six to ten years, and two (2.94%) were 
principal more than fifteen years. The mean length of ser-
vice as principal was 4.91 years and the standard deviation 
was 3.88 years. 
Principals indicated their years of teaching experience. 
One (1.47%) had five years or less teaching experience. 
Twelve (17.46%) had six to ten years teaching experience, 
thirteen (19.11%) had eleven to fifteen years teaching ex-
perience, fifteen (22.05%) had sixteen to twenty years teach-
ing experience, nine (13.23%) had twenty-one to twenty-five 
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years teaching experience, nine (13.23%) had twenty-six to 
thirty years teaching experience, and five (7.35%) had thirty-
one or more years teaching experience. The mean length of 
teaching experience for principals was 18.34 years and the 
standard deviation was 8.15 years. 
The respondents tended to be well educated. None had 
less than a bachelor's degree, and only one (1.47%) had a 
bachelur's degree plus credit hours. Thirteen (19.12%) had 
a master's degree, forty-nine (72.05%) had a master's degree 
plus credit hours, and five (7.35%) had a doctor's degree. 
To the question: "Do you think state aid to Catholic 
schools will alleviate the financial crisis?", thirty-three 
(48.52%) said yes, and ti7enty-nine (42.64%) answered no. 
Tables 5 and 6 summarize selected characteristics of the 
principals. 
Characteristics of the Religious Teachers. Tables 7, 
8, and 9 contain the data concerning the religious teachers 
who returned the questionnaire. Of the 138 religious teach-
ers sixty-five (47.10%) were male and seventy-three (52.89%) 
were female. The average age of the religious teachers was 
41.9 years for males with~ standard deviation of 9.75 and 
54.0 years for females with a standard deviation of 10.49. 
The item asking the type of school they were working in show-
ed that a majority of both male (29.71%) and female (39.85%) 
worked in community-owned schools. While male religious were 
TABLE 5 
SELECTED CHARACTERISTICS OF THE PRINCIPALS 
Age: 
29 or under 
30 39 
40 - 49 
so - 59 
60 or over 
Hean age of 46.3 years 
Standard deviation 8.36 
Type of School: 
Community owned 
Archdiocesan or diocesan 
Parish 
Total 
* 2 (2.94%) no response 
N 
0 
17 
32 
15 
4 
37 
21 
8 
66 
% 
0.00 
25.00 
47.06 
22.06 
5.88 
54.42 
30.88 
11. 76 
97. 06~'' 
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TABLE 6 
SELECTED CHARACTERISTICS OF THE PRINCIPALS 
Number of years as principal: 
1 - 5 
6 - 10 
11 - 15 
16 - 20 
Total 
Mean years as principal: 4.9 
Standard deviation: 3.88 
Teaching experience in years: 
1 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 25 
26 - 30 
30 or more 
Total 
* 4 (5.88%) no response 
Hean teaching experience: 18.34 years 
Standard deviation: 8.15 
N 
43 
21 
2 
2 
68 
1 
12 
13 
15 
9 
9 
5 
64 
63.23 
30.88 
2.94 
2.94 
100.00 
1. 47 
17.64 
19.11 
22.05 
13.23 
13.23 
7.35 
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as likely to work in a diocesan or parish school as female 
religious (14.49% versus 14.47%), both were twice as likely 
to be working in a community-o\.med high school. The data on 
years of teaching experience revealed that the average length 
of teaching experience for male religious was 14.0 years with 
a standard deviation of 11.36, and was 28.24 years for female 
religious with a standard deviation of 12.16. Coupled with 
the data about average age, it seems that female religious 
teachers in Illinois Catholic high schools are likely to be 
older and have more teaching experience than male religious. 
The item asking the highest level of education attained 
yielded data that both male and female religious are well ed-
ucated, with a strong majority of both, (male 31.88%, female 
38.4%) possessing a master's degree plus additional credit 
hours. 
Male and female religious were fairly evenly divided in 
stating that state aid to private shoals may or may not be 
helpful in overcoming the financial crisis. A majority of 
both male (34.05%) and female religious (30.42%) worked at 
their present school for ten years or less, and therefore 
demonstrate the tendency of religious personnel to be re-
assigned periodically. Both male and female religious tended 
to have state certification in their teaching field, although 
female religious (36.95%) clearly were more likely to be 
certified than male religious (16.66%). 
TABLE 7 
CPARACTERISTICS OF RELIGIOUS TEACHERS 
Male 
Age: 
29 or under 
30 - 39 
40 - 49 
so - 59 
60 or over 
N 
4 
28 
21 
8 
4 
Mean age of male religious: 41.90 
standard deviation: 9.75 
% 
2.89 
20.28 
15.21 
5.79 
2.89 
Mean age of female reli~ious: 54.00 
standard deviation: 10.49 
Type of School: 
Community owned 
Archdiocesan or 
diocesan 
Parish 
Years of Teaching Experience: 
1 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 25 
26 - 30 
31 - 35 
35 - 40 
41 - 45 
45 or more 
41 
18 
2 
11 
17 
10 
9 
4 
4 
0 
2 
3 
1 
29.71 
13.04 
1. 44 
7.97 
12.31 
7.24 
6.52 
2.89 
2.89 
0.00 
1. 44 
2.17 
.72 
Female 
N ;~ 
0 
11 
11 
25 
26 
55 
13 
7 
1 
3 
5 
4 
7 
6 
13 
4 
4 
8 
00.00 
7.97 
7.97 
18.11 
18.84 
39.85 
9.42 
5.07 
.72 
2.17 
3.62 
2.89 
5.07 
4.34 
9.42 
2.89 
2.89 
5.79 
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Mean teaching experience for male religious: 14.07 years 
standard deviation: 11.36 
Mean teaching experience for female religious: 28.24 years 
standard deviation: 12.16 
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TABLE 8 
CHARACTERISTICS OF RELIGIOUS TEACHERS 
-
Male 
N % 
Highest level of education attained: 
No degree 0 
Bachelor's degree 3 
Bachelor's plus 7 
Master's degree 11 
Ml:.ster's plus 44 
Doctor's degree 0 
State aid to school will help 
alleviate the financial crisis: 
Yes 
No 
Years teaching 
1 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 25 
26 - 30 
in this school: 
24 
38 
24 
23 
7 
7 
2 
1 
00.00 
2.17 
5.07 
7.97 
31. 88 
0.00 
17.39 
27.53 
17.39 
16.66 
5.07 
5.07 
1. 44 
.72 
Female 
N % 
1 
2 
6 
9 
53 
0 
38 
22 
25 
17 
8 
9 
5 
1 
.72 
1. 44 
4.34 
6.52 
38.40 
0.00 
27.53 
15. 94 
18.11 
12.31 
5.79 
6.52 
3.62 
.72 
TABLE 9 
CHARACTERISTICS OF RELIGIOUS TEACHERS 
Male Female 
N % N % 
certification in field of preparation: 
Yes 
No 
41 
23 
29.71 
16.66 
51 
6 
Contract signed between teacher and administrator: 
Yes 
No 
17 
46 
12.31 
33.33 
49 
23 
Teaching assignments in teacher's major field: 
Less than one half 
One half 
More than one half 
Level of prestige of lay 
High 
Medium 
Low 
Uncertain 
13 
2 
50 
teachers: 
38 
22 
4 
0 
9.42 
1. 44 
36.23 
27.53 
15.94 
2.69 
0.00 
11 
2 
53 
56 
13 
0 
2 
36.95 
4.34 
35.50 
16.66 
7.97 
1. 44 
38.40 
40.57 
9.42 
0.00 
1.44 
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Before lay teachers became an important component in 
the staffs of Catholic schools, the religious teachers who 
made up the staff were assigned to their school by their re-
ligious superior. It was unheard of in those times for the 
religious teacher to sign a contract with that superior or 
with the administrator of the school. Often the superior 
and the principal were the same person. Signing a contract 
was not necessary due to the commitment of religious obedi-
ence which all religious teachers shared. After the Second 
Vatican Council when the number of religious teachers dec-
lined and the number of lay teachers increased, it became 
more common for the religious teacher to seek a position with 
the permission of the superior at a variety of religious in-
stitutions including schools. The item asking religious 
teachers whether or not they had signed a contract with the 
administrator of their school disclosed that seventeen (12.31%) 
of the male religious and forty-nine (35.50%) of the female 
religious had signed a contract. Female religious were al-
most three times as likely to have signed a contract as male 
religious. This seems to be the outcome of the movement of 
congregations of sisters toward open placement for their mem-
bers. Through open placement, each sister must find herself 
a position within or outside of the institutions the congre-
ation has traditionally staffed. Forty-six (33.33%) ~ale re-
ligious teachers did not sign a contract - a majority of them 
- while a minority of the female religious, twenty-three 
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(l6.66%) did not. 
The item asking what proportion of their teaching ·time 
was spent in the area of their major field of study revealed 
that a large majority of both male religious, fifty (36.23%), 
and female religious, fifty-three (38.40%), taught more than 
one half of their teaching time in their major field. A 
small portion of each, two (1.44%), taught one half time in 
their n.ajor field, and a minority of both, thirteen (9.42%) 
male religious, and eleven (7.97%) female religious, taught 
less than one half time in their major field. 
Religious teachers were asked to rate the level of pre-
stige of lay teachers in their school. Thirty-eight (27.53%) 
male religious and fifty-six (40.57%) female religious rated 
the prestige of lay teachers as high. A significant number 
of male religious, twenty-two (15.94%), and female religious, 
thirteen (9.42%), rated the prestige of lay teachers as med-
ium, while a small portion rated the prestige of lay teachers 
as low or uncertain (Table 9). 
Characteristics of the Lay Teachers. Tables 10, 11 
and 12 contain the data concerning the lay teachers who re-
turned the questionnaire. Of the 125 lay teachers sixty-two 
(49.60%) were male and sixty-three (50.40%) were female. The 
same proportion of male and female lay teachers were married 
(31.20%), and slightly more of the female teachers (20.00%) 
were single than the male teachers (18.40%). The average age 
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of the male teachers was 36.04 years with a standard deviation 
of 8.90, and the average age of the female teachers was "37.30 
_years with a standard deviation of 9.04. The item asking the 
type of school in which they were employed revealed that some-
what more male teachers were employed in archdiocesan or dio-
cesan schools (26.40%) than were employed in community-owned 
high schools (16.80%). Ey contrast female teachers were more 
likely to be employed in community-owned high schools (24.80%) 
than were employed in archdiocesan or diocesan high schools 
(16.00%). Of the lay teachers, only female teachers were 
found in parish schools (8.00%). The average length of teach-
ing experience for male lay teachers was 12.25 years with a 
standard deviation of 13.87, and was 9.83 years for female 
lay teachers with a standard deviation of 6.11; however, only 
forty-nine (77.77%) of the female lay teachers considered in 
this study responded to this item. 
The item asking the highest level of education attain-
ed showed that male lay teachers are more likely to possess 
at least a master's degree (28.8%) than are female lay teach-
ers (17.60%). Both male (24.80%)and female (29.60%) lay 
teachers agreed in the majority that state aid would help 
alleviate the private school financial crisis. The average 
length of time teaching in their present school was 9.22 
years for male lay teachers and 4.58 years for female lay 
teachers; however, only thirty-one (49.20%) of the female lay 
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TABLE 10 
CHARACTERISTICS OF LAY TEACHERS 
Male Female 
N % N % 
Status: 
Married 39 31. 20 39 31. 20 
Single 23 18.40 25 20.00 
Age: 
29 or under 12 9.60 12 9.60 
30 - 39 33 26.40 27 21. 60 
40 - 49 12 9.60 16 12.80 
50 - 59 2 1. 60 7 5.60 
60 or over 2 1. 60 0 0.00 
Total 61 48.40 62 49.60 
Mean age of male lay teachers: 36.04 
standard deviation: 9.90 
Mean age of female lay teachers: 37.30 
standard deviation: 9.04 
Type of school: 
Community uwned 21 16.80 31 24.80 
Archdiocesan or 33 26.40 20 16.00 
diocesan 
Parish 0 0.00 10 8.00 
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TABLE 11 
CHARACTERISTICS OF LAY TEACHERS 
Male Female 
N % N % 
Years of teaching experience: 
1 - 5 14 11. 20 11 8.88 
6 - 10 12 9.60 21 16.80 
11 - 15 16 12.80 10 8.00 
16 - 20 10 8.00 4 3.20 
21 - 25 5 4.00 2 1. 60 
26 - 30 1 .80 0 0.00 
31 or more 2 1. 60 1 .80 
* 
.... 
" Total 60 48.00 49 39.28 
Mean teaching experience of male lay teachers: 12.25 years 
standard deviation: 13.87 
Mean teaching experience of female lay teachers: 9.83 years 
standard deviation: 6.11 
However, 49 (77.77%) of lay female teachers responded to this 
item. 
Highest level of education attained: 
No degree 0 0.00 1 .80 
Bachelor's degree 8 6.40 18 14.40 
Bachelor's degree plus 16 12.80 21 16.80 
Master's degree 18 14.40 10 8.00 
Master's degree plus 18 14.40 12 9.60 
Doctor's degree 0 0.00 1 . 80 
~ ... 
* " Total 60 48.00 63 50.40 
* % of the total lay teachers both male and female. 
TABLE 12 
CHARACTERISTICS OF LAY TEACHERS 
State aid to private schools 
will alleviate the financial 
crisis: 
Yes 
No 
Years teaching 
1 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 25 
26 - 30 
Total 
in this school: 
Male 
N % 
31 
25 
24 
13 
8 
7 
4 
1 
57 
24.80 
20.00 
19.20 
10.40 
6.40 
5.60 
3.20 
.80 
*45.60 
Mean teaching experience males: 9.22 
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Female 
N % 
37 
19 
21 
5 
3 
2 
0 
0 
31 * 
29.60 
15.20 
16.80 
4.00 
2.40 
1. 60 
0.00 
0.00 
24.80 
Mean teaching experience females: 4.58, however 31 (49.20%) 
of lay females responde~ to this item. 
* % of the total lay teachers both male and female. 
Certification in field of preparation: 
Yes 
No 
37 
4 
29.60 
3.20 
53 
6 
42.40 
4.80 
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teachers responded to this item. Both male (29.60%) and 
female (42.40%) lay teachers tended to possess a state cer-
tificate in their field of preparation. 
An additional item was included in the questionnaire 
sent to lay teachers which was not included in the question-
naire sent to religious teachers. This item concerned the 
lay teachers' reasons for working in a Catholic high school. 
Item nunber nine in the first section of the questionnaire 
entitled "General Information" asked respondents to rank in 
order of importance their reasons for working in a Catholic 
high school. Eight options were supplied with a ninth desig-
nated "other". A copy of the instrument is in Appendix 3. 
Table 13 summarizes the responses to this item by male and 
female lay teachers. The first column shows the number of 
times the response was used by male lay teachers (frequency), 
the second column shows the sum of the weighted responses, and 
' 
the third column shows the mean score earned by each option. 
The process is repeated in columns four, five and six for 
female lay teachers. Since the item requests responses in 
order of importance, lower mean scores indicate a higher level 
of importance for the response in question. Both male (1.41) 
and female ( 1. 61) lay teachers indicated that the Ca tho lie 
philosophy present in a Catholic school was the most impor-
tant reason for their seeking a position in that school. 
Second in importance for both was the availability of a po-
TABLE 13 
REASONS FOR SEEKING A TEACHING POSITION IN A CATHOLIC HIGH SCHOOL: 
Nale Female 
Freg. Sum Mean Freg. Sum Mean 
a. Lay teacher replacing a religious 18 54 3.00 18 48 2.66 
teacher 
b. Prefer Catholic philosophy of 48 68 1. 41 39 63 1. 61 
education 
c. Fewer disciplinary problems in 37 83 2.24 42 95 2.26 
Catholic school 
d. Fewer demands on teachers in 7 34 4.85 5 24 4.80 
Catholic school 
e. More opportunity for advancement 14 56 4.00 9 30 3.33 
to administration 
f. Position available, not in 37 74 2.00 34 63 1. es 
public school 
g. Did not meet public school 7 25 3.57 5 23 4.60 
requirements 
h. My child enrolled here 4 21 5.25 5 18 3.60 
i. Other (not specified) 6 15 2.50 14 33 2.35 
f-1 
ex:> 
V1 
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sition in a Catholic school, while a position was not avail-
able in a public school: male (2.00); female (1.85). In 
third place was the belief that Catholic schools had fewer 
disciplinary problems than public schools: male (2.24); 
female (2.26). Fewer demands on teachers was the least im-
protant reason for both male (4.85) and female 4.80) lay 
teachers to seek a position in a Catholic school. Option a., 
"Lay teacher replacing a religious teacher", is not a reason 
for seeking a position in a Catholic school, but does help 
explain the circumstances of the hiring. 
Lay teachers were asked whether they had signed a 
contract with the principal or another school administrator. 
Fifty-eight (46.40%) male lay teachers and sixty-one (48.80%) 
female lay teachers had signed a contract. Only two male 
teachers had not signed a contract. 
The item asking the portion of the teacher's assign-
ments in their major field revealed that forty-seven (37.60%) 
male lay teachers and forty-seven (37.60%) female lay teachers 
had more than one half of their teaching assignments in their 
major field. A minority of both, ten (8.00%) male lay tea-
chers and seven (5.60%) female lay teachers had less than 
half of their teaching assignments in their major field, and 
a small number, three (2.40%), had one half of their teach-
ing assignments in their major field (Table 14). 
Item thirteen asked lay teachers to state whether or 
not they held another job during the school year to supple-
TABLE 14 
CHARACTERISTICS OF LAY TEACHERS 
Contract signed between teacher 
and ndministrator: 
Yes 
No 
Teaching assignments in teacher's 
major field: 
Less than one half 
One half 
More than one half 
Necessary to hold another job 
to supplement income: 
Yes 
No 
N 
58 
2 
10 
1 
47 
36 
30 
Male 
% 
46.40 
1. 60 
8.00 
. 80 
37.60 
28.80 
24.00 
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Female 
N 
61 
0 
7 
2 
47 
26 
37 
% 
48.80 
0.00 
5.60 
1. 60 
37.60 
20.80 
29.60 
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ment their income. Results were fairly evenly divided be-
tween yes and no for both male and female lay teachers. 
Thirty-six.(28.80%) male lay teachers and twenty-six (20.80%) 
~ female lay teachers responded that they had additional jobs, 
thirty (24.00%) male lay teachers and thirty-seven (29.60%) 
female lay teachers responded they did not have additional 
jobs. 
Lay teachers were asked to check the level of prestige 
they felt they enjoyed at their school among their colleagues. 
A minority of male and female lay teachers felt they were 
held in high prestige: ten (8.00%) male and sixteen (12.80%) 
female. In the majority, thirty-eight (30.40%) male and 
thirty-one (24.80%) female lay teachers felt they were held 
in medium esteem, and a small portion felt their prestige 
was low or uncertain. Lay teachers were asked to state whet-
her or not they intended to remain in Catholic education, and 
thirty-five (28.00%) male lay teachers and forty-two (33.60%) 
female lay teachers indicated they intended to remain in Cath-
olic education. A minority of both male and female lay teach-
ers indicated they would leave Catholic education; thirteen 
(10.40%) male and ten (8.00%) female lay teachers. Of those 
who indicated they would leave Catholic education eleven 
(8.80%) male and seven (5.60%) female lay teachers indicated 
they would remain in education. Five others (4.00%) stated 
they would not remain in education (Table 15). 
TABLE 15 
CHARACTERISTICS OF LAY TEACHERS 
Level of presti8e of 
lay teachers: 
High 
Medium 
Low 
Uncertain 
Lay teacher intention to remain 
in Catholic education: 
Yes 
No 
N 
10 
38 
7 
5 
35 
13 
Male 
% 
8.00 
30.40 
5.60 
4.00 
28.00 
10.40 
Lay teachers leaving Catholic education, 
but remain in teaching: 
Yes 
No 
11 
2 
8.80 
1. 60 
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Female 
N 
16 
31 
11 
4 
42 
10 
7 
3 
% 
21. 80 
24.80 
8.80 
3.20 
33.60 
8.00 
5.60 
2.40 
190 
MATERIALS 
The study dealt with the attitudes of a selected pop-
ulation on the place of collective bargaining in Catholic 
high schools. The instrument was developed from materials 
present in the literature. A similar questionnaire was used 
by Martinkus in a 1970 study of the Archdiocese of Chicago. 
It was reviewed by the faculty of the Department of Adminis-
tration and Supervision of Loyola University of Chicago in 
1969. The instrument used in this study is based on the 
questionnaire used by Martinkus. It was reviewed and updated 
by a panel of six experts in the field; three were officials 
in Catholic education at the time of the study, and three 
were former or present presidents of Catholic high school 
teachers' unions. Their suggestions were incorporated into 
the questionnaire which is included in Appendixes 1, 2 and 3. 
The questionnaire for administrators was printed on 
white paper, for lay teachers on light blue paper, and for 
religious teachers on tan paper. The different-colored paper 
was chosen to more easily distinguish between respondents 
when tabulating data. The first part of the questionnaire 
asked for general information about the respondent: position, 
marital status, age, type of school, years of teaching exper-
ience, level of education, certification, reasons for serving 
in a Catholic school, the presence or absence of a contract, 
and the presence or absence of a recognized teachers' organ-
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ization for the purpose of collective bargaining. 
Section II on the second page of the questionnaire 
dealt with general attitudes toward collective bargaining and 
had two subdivisions: ten items were included on the place 
of religious teachers in the bargaining unit, and five items 
were included on the outcomes to be expected from collective 
bargaining as it affected the interpersonal relations between 
religious and lay faculty ~embers. The respondents express-
ed their degree of agreement or disagreement with the items 
in this and subsequent sections. 
The third page contained two sections. In section III 
ten items dealt with the structures for collective bargaining, 
who should be involved and how they should be involved. Sec-
tion IV contained fourteen items dealing with general policies 
related to collective bargaining. 
These thirty-nine items in sections II, III, and IV used 
a scale showing the degree of agreement or disagreement of the 
respondents with the statement. Respondents checked or x-ed 
the appropriate box showing whether they strongly agreed, a-
greed, had no opinion, disagreed, or strongly disagreed with 
the statement preceeding the boxes. 
In section V on page 4 of the instrument items numbered 
forty to fifty-eight listed eighteen items as the subject 
for collective bargaining and asked respondents to determine 
whether those items should be negotiable for religious teach-
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ers, negotiable for lay teechers, negotiable for both, non-
negotiable or whether the respondents had no opinion. 
PROCEDURES 
After the proposal of the study had been approved, a 
listing of all Catholic high schools in Illinois was compiled 
using the Official Catholic Directory. In some cases a new 
princir:-al was selected at the beginning of the academic year, 
so the names of the principals were checked by calling each 
school. In Illinois there are six dioceses of the Catholic 
Church and each of them had one or more Catholic high schools. 
The archdiocese of Chica~o had fifty-four such schools at the 
beginning of the 1983-1984 school year; the diocese of Rock-
ford had eight; the diocese of Joliet had nine; the diocese 
of Belleville had four; the diocese of Springfield had nine; 
and the diocese of Peoria had eight, for a total of ninety-
two Catholic high schools in Illinois. These schools formed 
the sample for the study. 
On March 15, 1984, questionnaires were sent to each 
principal in these schools asking them to do two things. They 
\vere asked to complete the questionnaire, and they were also 
asked to return a complete faculty list with the questionnaire. 
The cover letter (Appendix 1) explained that the faculty list 
would be used to select teachers at random for the purpose of 
completing the teachers' copy of the questionnaire. An en-
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closed addressed and stamped envelope was included with the 
questionnaire. Many of the principals responded within three 
weeks, but the return was not deemed sufficient, so a follow-
up letter (Appendix 4) was sent on April 5, 1984, using a 
form suggested by the director of the study with a second 
questionnaire and an additional return envelope. On May 1, 
1984, a third letter (Appendix 5) of request was sent to 
those p~incipals who had not as yet responded to the first 
two letters. 
In the meantime, another mailer was prepared for the 
lay teachers and religious teachers from the faculty lists 
which had been returned by the principals. Three lay teach-
ers and three religious teachers were selected at random from 
the faculty lists returned by the cooperating principals. 
The questionnaires were coded in the lower left hand corner, 
so that a follow-up of the non-respondents could be done. 
The teachers' questionnaires were prepared similarly to the 
principals. Each teacher received a brief letter of explana-
tion at the top of the questionnaire and was asked to complete 
it and return it in the enclosed self-addressed stamped en-
velope (Appendixes 2 and 3). The teachers' questionnaires 
were sent on April 15, 1984. A second mailing was sent to 
the teachers who had not responded on May 5, 1984, with a 
cover letter (Appendix 6) and an additional copy of the ques-
tionnaire and envelope. A third request to non-responding 
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teachers was mailed on May 24, 1984, with a cover letter 
(Appendix 7) and an additional copy of the questionnaire and 
envelope. As returns to all requests for information were 
received, the name and number of the respondent was checked 
against the master list of the sample. Second and third 
mailings were prepared from the master list noting those mem-
bers of the sample who had responded. 
By June 15, 1984, the date used for the deadline, sev-
enty-seven (83.69%) of the principals had responded and 125 
(61.27%) of the lay teachers and 138 (67.64%) of the religious 
teachers. There were 333 usable responses to the questionnaire 
which formed the data for the results of this study. 
CF.APTER IV 
ANALYSIS OF THE DATA 
The study investigated the presence of collective bar-
oaining in the Catholic high schools of Illinois, and the 
Cl 
attitudes of principals, religious teachers, and lay teach-
ers toward collective bargaining and the issues involved in 
collective bar8aining. Questionnaires were sent to the prin-
cipals of each of the ninety-two Catholic high schools in 
Illinois, and to three religious teachers and three lay 
teachers in each of the schools where the principal returned 
a list of the faculty members. This chapter discusses the 
findings of the questionnaires and formulates deductions 
based on the results of the questionnaires. 333 usable re-
sponses to the questionnaires were obtained from principals, 
religious teachers and lay teachers which form the data of 
the study. 
The presence of collective bargaining. Section one of 
the questionnaires asked respondents to indicate the presence 
or absence of a "recognized teachers' organization for col-
lective bargaining," and to check whether the organization 
was "for lay teachers only, for religious teachers only, for 
both lay teachers and religious teachers." To this item, 
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12a + 17a, nine (12.85%) principals indicated the presence r. 
of an organization for lay teachers only, and six (8.5%)·in-
dicated an organization for both religious and lay teachers 
(Table 16). The sum of these responses for principals indi-
cated that the study found fifteen organizations for collec-
tive bargaining operating in Illinois Catholic high schools. 
Since the survey included responses from seventy (76.08%) of 
the Catholic high schools in Illinois, this finding indicated 
that there are organizations for collective bargaining in at 
least 16.30% of the Catholic high schools. No conclusion can 
be drawn about those schools which did not cooperate or did 
not respond to the survey, but the experience of this study 
suggests that schools not having collective bargaining are 
less likely to cooperate with a survey about collective bar-
gaining than those who do. 
Twenty-eight (43.07%) of the male religious indicated 
the presence of an organization for lay teachers only and six 
(9.23%) indicated an organization for both lay and religious 
teachers. Six (8.21%) of the female religious teachers in-
dicated an organization for lay teachers only and eight 
(10.95%) indicated an organization for both lay and religious 
teachers. A total of 52.30% of the nale religious teachers 
indicated the presence of a collective bargaining organiza-
tion, but only 19.16% of the female religious teachers in-
dicated it. Fourteen (22.58%) of the male lay teachers indi-
TABLE 16 
Item: I.12a + 17a. There is a recognized teachers' organization for coll-
ective bargaining for lay teachers only, for religious 
teachers only, for both lay teachers and religious 
teachers. 
Lay Only Rel. Only Both 
N % N % N % Total 
Principals (70) 9 12.85 6 8.57 15 organizations 
Male Religious 28 43.07 6 9.23 52.30% 
Female Religious 6 8.21 8 10.95 19.16% 
Male Lay 14 22.58 1 1. 61 8 12.90 37. 09% 
Female Lay 4 6.34 7 11.11 17.45% 
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cated an organization for lay teachers only and eight (12.90%) 
indicated an organization for both lay and religious teachers. 
four (6.34%) of the female lay teachers indicated an organiza-
ti on for lay teachers only and seven (11.11%) indicated an or-
ganization for both lay and religious teachers. A total of 
35.48% of the male lay teachers indicated the presence of a 
collective bargaining organization, but only 17.45% of the 
female lay teachers did. The percentages indicate that col-
lective bargaining is more likely to occur at schools where 
male teachers, whether religious or lay, are present, than at 
schools where female teachers are present. Since religious 
congregations of men operate many boys schools in Illinois 
and tend to hire male teachers, it seems that collective bar-
gaining is more likely to take place in those schools than 
in schools operated by female religious who tend to hire fe-
male lay teachers. One (1.61%) respondent indicated a col-
lective bargaining organization for religious only. Collec-
tive bargaining organizations clearly seem to be founded 
primarily for the use of lay teachers, with the possible but 
not necessary inclusion of religious teachers. Lay-only or-
ganizations are twice as likely to occur as organizations for 
both lay and religious teachers. 
The next item, I. 12b + 17b, asking if there is "move-
ment in the direction of a collective bargaining organiza-
tion," yielded a much lower frequency of response (Table 17). 
TABLE 17 
Item: I.12b + 17b. There is a movement in the direction of a teachers' 
organization for collective bargaining for lay 
teachers only, for religious teachers only, for 
both lay and religious teachers. 
Lay Only Rel. Only Both 
N % N % N % Total 
Principals 1 1.42 2 2.85 4.27% 
Male Religious 5 7.69 2 3.07 10.76% 
Female Religious 1 1.36 3 4.10 2 2.73 8.19% 
Male Lay 3 4.83 1 1. 61 1 1. 61 8.05% 
Female Lay 3 4.76 4.76% 
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Three principals (4.2%) indicated such movement; one for re-
ligious teachers only and two for both lay and religious· 
teachers. Five (7.69%) male religious indicated movement 
toward an organization for lay teachers only, and two (3.07%) 
indicated movement toward an organization for both lay and 
religious teachers. One (1.36%) female religious indicated 
movement toward a lay-only organization, three (4.10%) fe-
male religious indicated movement toward a religious-only 
organization, and two (2.73%) female religious indicated move-
ment toward an organization for both lay and religious teach-
ers. 10.76% of the male religious and 8.19% of the female 
religious indicated movement toward a collective bargaining 
organization. Three (4.83%) male lay teachers indicated move-
ment toward a lay-only organization, one (1.61%) indicated 
movement toward a religious-only organization, and one (1.61%) 
indicated movement toward an organization for both. Three 
(4.76%) female lay teachers indicated movement toward an or-
ganization for both lay and religious teachers. 8.05% of the 
male lay teachers indicated movement toward a collective bar-
gaining organization, but 4.76% of the female lay teachers in-
dicated such movement. Religious teachers were more likely 
to indicate movement in the direction of a collective bar-
gaining organization than lay teachers. 
Item, I. 12c + 17c, asking respondents "if there has not 
been an organized and representative effort on the part of lay 
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teachers and/or religious teachers to organize for the pur-
pose of collective bargaining," yielded high levels of re-
sponse for each category of respondent (Table 18). Fifty 
(71.42%) principals, twenty-three (35.38%) male religious 
teachers, fifty-one (69.86%) female religious, thirty-one 
(50.00%) male lay teachers, and forty-five (71.42%) female 
lay teachers indicated there was no such effort present in 
their echool. Since fifty principals equals 54.34% of the 
principals in Catholic high schools in Illinois, it can be 
concluded with some certainty that collective bargaining is 
not present or likely to be present soon in more than half 
of these schools. In the majority, the Catholic high schools 
in Illinois are functioning without the presence of organized 
collective bargaining for the faculty. 
The usual factors in the formation of che teachers' 
organizations. Section III of the principals' questionnaire 
was a follow up to the previous section on the presence of 
collective bargaining organizations. This section asked the 
principals who indicated the presence of a collective bar-
gaining organization at their school to rank the reasons for 
the formation of the organization in the order of their im-
portance. Seven items numbered 1 to 7 were included in this 
section. The scale provided three options for this ranking: 
1-most important; 2-important; 3-relatively.unimportant; A 
fourth option: 4-not applicable, was also present. Table 19 
TABLE 18 
Item: I.12c + 17c. There has not been an organized and representative 
effort on the part of the lay teachers and/or 
religious teachers to organize for the purpose of 
collective bargaining. 
N io 
Principals 50 71.42 
Male Religious 23 35.38 
Female Religious 51 69.86 
Male Lay 31 50.00 
Female Lay 45 71.42 
N 
0 
N 
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summarizes the results of this section in which the options 
for relative importance: 1, 2, or 3, formed the weighting 
component of the statement selected. The sum of the frequency 
of responses and the weighted value of the statement was di-
vided by the total respondents (seventeen) to obtain the mean 
of the scores. The lower the whole number value of the mean, 
the greater the relative importance of the statement as a 
reason for the formation of the collective bargaining unit. 
Statement number one: "Lay teachers did not have representa-
tion at the local level and were dependent for improvements 
in salaries and working conditions on the unilateral action 
of the diocesan authorities or administrators in local 
schools," emerged as the most important reason for the forma-
tion of collective bargaining organizations with a mean value 
of 1.29. The reason second in importance was statement number 
seven: "The lay teachers felt that if the Catholic high 
school had so much money to spend for new projects including 
new school facilities, the teachers were entitled to receive 
improved salary and fringe benefits," which had a mean value 
of 1.41. The third most important reason was statement number 
two: "Lay teachers had recognized the success of the Ameri-
can Federation of Teachers in securing improved salaries and 
working conditions in the public schools; this caused them to 
seek collective action to secure similar improvements in the 
Catholic schools," which had a mean value of 1.76. Two state-
TABLE 19 
Factors important in the formation of the teachers' organization. 
Statement (abbreviated) f Sum Mean Rank Order 
1. Lay representation in salary and 
working conditions decisions 17 22 1. 29 1 
2. The success of the AFT causes lay 
teachers to organize for improvs. 17 30 1. 76 3 
3. Lay teachers regarded merely as 
auxiliaries by religious 17 34 2.00 6 
4. Lay teachers are more professional 
and seek professional status 17 33 1. 94 4 
5. Complexity of Catholic Education 
inclines lay to seek participation 17 33 1. 94 4 
6. Catholic school salaries too low 
to attract good teachers 17 36 2.11 7 
7. Expenditures on facilities encour-
age lay teachers to seek salary 
raises. 17 24 1.41 2 
N 
0 
~ 
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roents were tied for fourth place in importance with an ident-
ical mean of 1. 94. They were statements number four: "Lay 
teachers who have entered the Catholic school system in re-
cent years have been better trained and are more professional 
as teachers. Their need to establish their status as pro-
fessionals had led them to organize," and statement number 
five: "Catholic high schools have become so complex in re-
cent yLars that without collective action the lay teachers 
would have no real sense of participation in educational plan-
ning." The sixth most important reason was statement number 
three: "Lay teachers have always been regarded only as aux-
iliaries by religious teachers in the Catholic school system," 
which had a mean value of 2.00. Statement number six was the 
least important reason for the formation of a collective bar-
gaining organization with a mean value of 2.11. It said: 
"The Catholic high school was not offering large enough sal-
aries or fringe benefits to attract enough good teachers to 
apply to the system." The results of this section indicated 
that the issue of representation in salary and working con-
ditions decisions was most important to teachers forming 
collective bargaining organizations. The results also indi-
cated that improvements in school facilities, and the success 
of public school collective bargaining organizing efforts 
were also very important reasons in the mind of Catholic 
school teachers when they began considering the formation of 
collective bargaining organizations. 
Principals perceptions of the effects of collective 
bargaining. Section IV of the principals' questionnaire 
-
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asked the principals to provide in some detail their percep-
tion of the effect of collective bargaining on their position 
as principal. Seventeen itet:ts, numbered 8 to 24, were in-
cluded in this section; principals were asked to indicate 
their 0egree of agreement or disagreement with the statements 
according to the following scale; whether they strongly a-
greed, agreed, disagreed, strongly disagreed, or felt the 
item did not apply. The surrnnary of this section appears in 
Tables 20 to 25. 
Item 8. Forty-six (65.71%) principals disagreed or 
stronely disagreed that the religious staff would need a sim-
ilar organization to balance the strength of the lay teachers. 
Eleven (15.71%) principals felt this item did not apply, 
indicating that the formation of a separate organization for 
religious teachers was unlikely in the principals' percep-
tions (Table 20). 
Item 9. Thirty-nine (55.71%) principals disagreed or 
strongly disagreed that principals would find it difficult to 
deal with lay and religious staffs in the school as a unified 
faculty. Twenty-two (31.42%) principals agreed or strongly 
agreed that principals would have difficulty with a unified 
faculty, showing a divided opinion among the principals, with 
TABLE 20 
Principals perceptions of the effects of collective bargaining. 
SA % A % N fo D % SD % Total 
8. The religious staff will need a similar organization to balance the 
growing strength of the lay teachers. 
2 2.85 8 11.42 11 15.71 26 37.14 20 28.57 67 
9. The principal will find it difficult to deal with the lay and religious 
staffs in the school as a unified faculty. 
4 5.71 18 25.71 4 5.71 23 32.85 16 22.85 65 
10. The principal will be by-passed in educational planning. 
2 2.85 7 10.00 4 5.71 29 41.42 25 35.71 67 
fo 
95.71 
92.85 
95.71 
N 
0 
........ 
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majority not perceiving a problem with faculty unity. 
Item 10. Fifty-four (77.14%) principals disagreed or 
strongly disagreed that the principal would be by-passed in 
educational planning. Principals did not believe they would 
be forced out of educational planning. 
Item 11. Thirty-three (47.14%) principals strongly 
agreed or agreed that the religious staff would want the same 
improv~rnents in working conditions that are being granted to 
the lay teachers. Twenty-one (30.00%) principals disagreed 
or stongly disagreed that religious teachers would want the 
same improvements as lay teachers. Principals tended to see 
religious teachers wanting the same things as lay teachers in 
the area of working conditions (Table 21). 
Item 12. Sixty-two (88.57%) principals strongly agreed 
or agreed that the principal will participate in the deter-
mination of new working conditions being granted to the lay 
teachers. Principals clearly felt they would continue to 
exercise influence under whatever new working conditions were 
agreed upon. 
Item 13. Thirty (42.85%) principals strongly agreed 
or agreed that religious teachers should be allowed to join 
the teachers' organizations, and thirty-one (44.28%) princi-
pals disagreed or strongly disagreed that religious teachers 
should have this privilege. Principals were fairly evenly 
divided on the place of religious teachers in bargaining or-
~· 
TABLE 21 
Principals perceptions of the effects of collective bargaining. 
SA % A % N % D % SD '/o Total "'/o 
11. The religious staff will demand the same improvements in working 
conditions that are being granted to the lay teachers. 
3 4. 28 30 42.85 12 17.14 12 17.14 9 12.85 66 94.28 
12 .. The principal will participate in the determination of the new 
working conditions being granted to the lay teachers. 
20 28.57 42 60.00 2 2.85 2 2.85 0 0 66 94.28 
13 .. The religious staff should be allowed to join the teachers' 
organization. 
12 17.14 18 25.71 5 7.14 16 22.85 15 21.42 66 94.28 
N 
0 
\.0 
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ganizations. 
Item 14. Thirty-seven (52.85%) principals disagreed 
or strongly disagreed that the principal would become less 
an authority figure and more a professional colleague of the 
teachers. Twenty-two (31.42%) principals strongly agreed or 
agreed that the principal would have less authority with col-
lective bargaining. The principals tended to feel they would 
not lose authority, but a significant number were concerned 
that their authority would be lessened (Table 22). 
Item 15. Forty-seven (67.14%) principals disagreed or 
strongly disagreed that the lay teachers will become more 
professional as teachers, while fourteen (20.00%) strongly 
agreed or agreed that bargaining would make lay teachers more 
professional. A majority of more than three to one felt that 
bargaining will not make lay teachers more professional. 
Item 16. Forty-eight (68.57%) principals disagreed or 
strongly disagreed that the quality of instruction in the 
school will become more excellent as the result of bargaining. 
A minority of twelve (17.14%), less than one in three, felt 
instruction will improve with the presence of bargaining. 
Item 17. Forty-five (64.28%) principals strongly a-
greed or agreed that the principal would be regarded as a 
part of the administrative team by the teachers, while eleven 
(15.71%) principals felt that the principal would still be 
regarded as a fellow teacher after bargaining. Principals 
TABLE 22 
Principals perceptions of the effects of collective bargaining. 
SA % A lo N % D % SD 01 .o Total 
14. The principal will become less an authority figure and more 
a professional colleague of the teachers. 
4 5.71 18 25.71 5 7.14 27 38.57 10 14.28 64 
15. The lay teachers will become more professional as teachers. 
1 1.40 13 18.57 5 7.14 34 48.57 13 18.57 66 
16. The quality of instruction in the school will become more excellent. 
3 4.28 9 12.85 6 8.57 37 52.85 11 15.71 66 
lo 
91.42 
94.28 
94.28 
N 
...... 
...... 
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perceived by slightly more than four to one that bargaining 
would place them on the opposite side of the bargaining table 
from the teachers (Table 23). 
Item 18. Twenty-eight (40.00%) principals felt that 
the statement, "the lay teachers will become more dependent 
on the superintendent and less dependent on the principal," 
did not apply as an outcome of bargaining. Twenty-six 
(37.14%) principals disagreed or strongly disagreed with the 
statement and nine (12.85%) principals agreed with the state-
ment. The level of support for the relevance of this state-
ment was low. In the perception of many principals, depen-
dence on the superintendent would not be an issue in bargain-
ing. 
Item 19. Fifty-five (78.57%) principals strongly a-
greed or a&reed that supervision of instructicn would remain 
a major function of the principal. Principals did not feel 
that collective bargaining will erode their administrative 
prerogatives in dealing with the faculty. 
Item 20. Forty-three (61.42%) principals disagreed or 
strongly disagreed that another professional will take the 
place of the principal in the supervision of instruction. 
Sixteen (22.85%) principals strongly agreed or agreed that 
another professional would replace the principal in the super-
vision of instruction. The results of item twenty are simi-
lar to the results of item nineteen, affirming the desires 
17. 
18. 
19. 
TABLE 23 
Principals perceptions of the effects of collective bargaining. 
SA % A % N % D % SD % Total % 
The principal will be regarded by the lay teachers as part of the 
administrative team. 
9 12.85 36 51.42 7 10.00 8 11.42 3 4.28 63 90.00 
The lay teachers will become more dependent on the superintendent 
and less dependent on the principal. 
0 0 9 12.85 28 40.00 21 30.00 5 7.14 63 90.00 
Supervision of instruction will remain a major function of the principal. 
13 18.57 42 60.00 4 5.71 6 8.57 3 4.28 68 97.14 
N 
...... 
w 
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of the majority of principals to remain responsible for the 
supervision of instruction (Table 24). 
Item 21. Twenty-eight (40.00%) principals strongly 
agreed or agreed that principals need an organization to re-
present their views to the diocesan authorities on education-
al decision making. Twenty-four (34.28%) principals disa-
greed or strongly disagreed with the need for such an organ-
ization for principals, while fifteen (21.42%) felt this did 
not apply. Principals were evenly divided on the need for 
such an organization. 
Item 22. Forty-eight (68.57%) principals disagreed or 
strongly disagreed that principals should become members of 
the teachers' organizations in the Catholic high school. 
Nine (12.85%) principals felt that principals should join 
teachers' organizations. Principals clearly felt that their 
place is not in the teachers' organizations. 
Item 23. Thirty-seven (52.85%) principals strongly 
agreed or agreed that the superintendent should consult with 
the principals before bargaining with the teachers. Princi-
pals want to be consulted in matters which will affect their 
position (Table 25). 
Item 24. Thirty-one (44.28%) principals strongly a-
greed or agreed that teachers should consult with the prin-
cipals before bargaining with the diocese. Twenty-two 
(31.42%) principals felt this item did not apply, and twelve 
TABLE 24 
Principals perceptions of the effects of collective bargaining. 
SA % A % N % D % SD "I Total % lo 
20. Supervision of instruction will become the function of a 
professional other than the principal. 
3 4.28 13 18.57 5 7.14 33 47.14 10 14.28 64 91.42 
21. The principals need an organization to represent their views 
to the diocesan authorities on educational decision-making. 
7 10.00 21 30.00 15 21.42 21 30.00 3 4.28 67 95.71 
22. The principals should become members of the teachers' organizations 
in the Catholic high school. 
3 4.28 6 8.57 6 8.57 29 41.42 19 27.14 63 90.00 
N 
t-' 
V1 
TABLE 25 
Principals perceptions of the effects of collective bargaining. 
SA % A % N % D % SD % Total fo 
23. The superintendent should consult with the principals before 
bargaining with the teachers, where this applies. 
22 31.42 15 21.42 25 35.71 1 1.40 1 1. 40 64 91.42 
24. The teachers should consult with the principals before 
bargaining with the diocese where this applies. 
11 15.71 20 28.57 22 31.42 8 11.42 4 5.71 65 92.85 
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(17.14%) principals disagreed or strongly disagreed with the 
importance of consulting the principal before bargaining with 
the diocese. Principals tended to prefer consultation with 
teachers before bargaining began where this applied. 
The results of this section indicated that principals 
perceived that collective bargaining would not diminish 
their authority or their administrative prerogatives in 
dealing with the faculty or in the administration of the 
school. In those items in which the place of the principal 
was the issue, principals generally sought to remain actively 
involved. They preferred to be involved in working for a 
unified staff, in educational planning, in the supervision 
of instruction, in determining working conditions, in func-
tioning as a part of the administrative team, and in being 
consulted by teachers and superintendents in the course of 
the bargaining process. Principals felt they were a popula-
tion separate from bargaining teachers, and generally did 
not want to be perceived as members of the bargaining unit, 
but rather as professionals in their own right. Respondent 
principals were ambiguous about issues which did not directly 
concern them. They tended to show strong preferences about 
those issues which directly affected them. 
The next portion of the data will discuss the responses 
of lay and religious teachers to Sections II, III, and IV of 
the questionnaire for teachers. The items in these three 
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sections were numbered consecutively from one to thirty-nine. 
Respondents were asked to indicate their degree of agreement 
or disagreement with each of the thirty-nine items under dis-
cussion. The three sections concerned themselves with Gen-
eral attitudes toward collective bargaining (Section II), 
Structures for collective bargaining (Section III), and 
General policies related to collective bargaining (Section IV). 
rata gathered for this section are summarized in tables 
twenty-six to sixty-four. They show a frequency distribu-
tion of the responses and the percentage of the total reli-
gious teacher response or lay teacher response the frequency 
represents. A one-way analysis of variance was conducted on 
all items in this section. Raw data was entered into a pro-
gram on a Commodore 64 computer which computed the F ratio 
representing the variance. In conjunction with the Founda-
tions Department of the School of Education at Loyola Univer-
sity of Chicago, it was determined that the data yielded by 
the survey contained three (3) degrees of freedom in the 
numerator and between two hundred and fifty and three hun-
dred degrees of freedom in the denominator. Using the F 
distribution table in Minium1 , a value for significant dif-
ference among the respondents was determined. 
1. Edward W. Minium, Statistical Reasoning in Pskchology and 
Education, John Wiley and Sons, Inc., New Yor , New York, 
1970, p. 453. 
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Computation of the variance was used because it allows 
the researcher to determine whether or not there are differ-
ences among the subgroups of respondents that are statisical-
ly significant. The values yielded by the computation of 
variance ranged from 0.0275 to 1.0475. The F distribution 
table indicates a value of 2.65 for data with the components 
of the frequency distributions of this study. Since all the 
values ~f variance fall well below the 2.65 level, there 
were no statistically significant differences among subgroups 
of respondents at the .05 level. Examination of the data may 
suggest the cause of this. The mean scale values for each 
subgroup were computed and are part of each table. Range 
of the mean scale values varied from .22 to .90, showing 
that the responses of the subgroups tended toward clustering 
about means with similar values; the subgroups were similar 
in their responses. 
Since the data were reported in terms of a Likert scale, 
it was necessary to weight the values in each column to ob-
tain the mean scale value. A weight of 1 was assigned to 
the "Strongly Agree" column, a weight of 2 was assigned to 
the "Agree" column, a weight of 3 was assigned to the "No 
Opinion" column, a weight of 4 was assigned to the "Disagree" 
column, and a weight of 5 was assigned to the "Strongly Dis-
agree column. The mean scale values are expressed in terms 
of numbers from 1 to 5; 1.00 being the value of the column 
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"Strongly Agree" on the left side of the table. Moving from 
left to right, the values increase as they approach a value 
of 5, which is the value of the column "Strongly Disagree". 
In item number one, for example, the mean scale value for 
male religious was 3.27. This indicated that as a group the 
responses of the male religious to this item tended to clus-
ter near "No Opinion", which had a value of 3. 
The F ratio inidcating the value obtained by a one-way 
analysis of variance is included in the tables. Although an 
analysis of variance did not reveal statistically significant 
differences, the discussion of each section includes the 
tendencies of respondents, along with a summary of the data. 
GENERAL ATTITUDES TOWARD COLLECTIVE BARGAINING 
Section II of the questionnaire for both lay and re-
ligious teachers contained two parts. In part A., Role of 
religious teachers, respondents indicated their opinion on 
the place of religious teachers in connection with collec-
tive bargaining. Items one to ten were limited to this topic. 
In part B., Outcomes, respondents indicated their opinion on 
the effects of collective bargaining on the relationships be-
tween lay teachers and religious teachers in the school. 
Items eleven to fifteen concerned themselves with the dis-
cussion of outcomes. 
Item 1. 161 teachers (61.21%) disagreed or strongly 
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disagreed that religious teachers should not engage in col-
lective bargaining. 28.25% of male religious and 34.25% of 
female religious teachers disagreed or strongly disagreed 
with the statement. 27.20% of male lay and 32.80% of female 
lay teachers disagreed or strongly disagreed with the state-
ment. 15.20% of male religious and 15.21% of female religi-
ous teachers agreed or strongly agreed with the statement. 
16.80% ~f male lay and 8.00% of female lay teachers agreed 
or strongly agreed with the statement. Twenty-nine (22.05%) 
had no opinion. A one-way analysis of variance yielded an F 
ratio of .0857 which was not significant at the .05 level. 
Teachers felt that religious teachers should be allowed to 
participate in collective bargaining (Table 26) . 
Item 2. 223 teachers (84.79%) disagreed or strongly 
disagreed that religious teachers should be more occupied 
with spiritual matters in the schools, leaving to the lay 
teachers to take care of secular matters. 39.12% of the 
male religious and 49.99% of the female religious teachers 
disagreed or strongly disagreed with the statement. 36.80% 
of the male lay and 43.20% of the female lay teachers dis-
agreed or strongly disagreed with the statement. 6.53% of 
the male religious, 2.89% of female religious, 8.80% of male 
lay and 4.00% of female lay teachers agreed or strongly a-
greed with the statement. Ten (7.60%) had no opinion. A 
one-way analysis of variance yielded an F ration of .2421 
TABLE 26 
II. GENERAL ATTITUDES TOWARD COLLECTIVE BARGAINING 
A. Role of Religious Teachers 
Item 1. A person who enters the religious life should not 
engage in collective bargaining. 
SA % A % N % D % SD 
Male Religious 6 4.34 15 10.86 5 3.62 33 23.91 6 
Ft~male Religious 10 7.24 11 7.97 5 3.62 29 21.01 18 
Male Lay 7 5.60 14 11. 20 6 4.80 20 16.00 14 
Female Lay 3 2.40 7 5.60 13 10.40 31 24.80 10 
Range of X = .32 
One-way analysis 
of variance: F = 
.0857 
% 
4.34 3.27 
13.04 3.46 
11. 20 3.32 
8.00 3.59 
N 
N 
N 
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which was not significant at the .05 level. Teachers in-
dicated that religious teachers should be concerned with sec-
ular matters (Table 27). 
Item 3. 149 teachers (79.84%) agreed or strongly a-
greed that it would be possible for a religious teacher to 
use the money of the religious community for membership in a 
teachers' union and not be acting contrary to the religious 
profession of poverty. 26.80% of male religious and 60.85% 
of female religious teachers agreed or strongly agreed with 
the statement. 29.60% of male lay and 22.40% of female lay 
teachers agreed or strongly agreed with the statement. Sixty-
one (23.19%) teachers disagreed or strongly disagreed with 
the statement. Sixty-eight (25.85%) had no opinion. A one-
way analysis of variance yielded an F ration of .0969 which 
was not significant at the .05 level. Teachers indicated 
their preference by more than two to one to allow religious 
teachers to use community money for teachers' organization 
dues (Table 28). 
Item 4. 177 teachers (67.30%) disagreed or strongly 
disagreed that religious teachers should devote their full 
time and effort to those works which are sponsored by the re-
ligious superior and not get involved in such matters as col-
lective bargaining. 25.25% of male religious and 65.29% of 
female religious teachers disagreed or strongly disagreed 
With the statement. 32.8% of male lay and 36.00% of female 
TABLE 27 
Item 2. Religious teachers should be more occupied with 
spiritual matters in the schools, leaving to the lay 
teachers to take care of secular matters. 
SA % A % N % D % SD % 
Male Religious 0 0 9 6.52 2 1.44 30 21. 73 24 17.39 
Female Religious 1 .72 3 2.17 0 0 32 23.18 37 26.81 
Male Lay 3 2.40 8 6.40 3 2.40 32 25.60 14 11.20 
Female Lay 1 .80 4 3.20 5 4.00 29 23.20 25 20.00 
Range of X = .62 
One-way analysis 
of variance: F = .2421 
4.06 
4.38 
3.76 
4.14 
N 
N 
~ 
TABLE 28 
Item 3. It would be possible for a religious to use the money 
of the religious community for membership dues in a 
teachers' union and not be acting contrary to the 
religious profession of poverty. 
SA % A % N % D % SD % 
Male Religious 3 2.17 34 24.63 20 14.49 16 11. 59 4 2.89 
Female Religious 12 8.69 35 25.36 11 7.97 6 4.34 10 7.24 
Male Lay 8 6.40 29 23.20 14 11. 20 5 4.00 6 4.80 
Female Lay 7 5.60 21 16.80 23 18.40 10 8.00 4 3.20 
Range of X = .41 
One-way analysis 
of variance: F = .0969 
2.79 
2.55 
2.54 
2.38 
N 
N 
Lil 
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lay teachers disagreed or strongly disagreed with the state-
ment. Fifty-three (20.15%) teachers agreed or strongly agreed 
with the statement. Thirty-five (13.30%) had no opinion. A 
one-way analysis of variance yielded an F ratio of .2116 
which was not significant at the .05 level. Teachers indi-
cated that religious teachers have the freedom to become in-
volved in collective bargaining if they desire (Table 29). 
Item 5. 167 teachers (63.49%) agreed or strongly a-
greed that in important matters, such as those which come up 
in collective bargaining, a religious teacher should speak 
out and write even when he is in conflict with the will of 
his authorized superior. 34.77% of male religious and 25.35% 
of the female religious teachers agreed or strongly agreed 
with the statement. 35.20% of male lay and 32.00% of female 
lay teachers agreed or strongly agreed with the statement. 
Thirteen (9.41%) male religious and thirty-one (22.45%) fe-
male religious disagreed or strongly disagreed. Less than 
5% of male lay teachers and less than 7% of female lay teach-
ers disagreed or strongly disagreed with the statement. Thir-
ty-six (13.68%) had no opinion. A one-way analysis of vari-
ance yielded an F ratio of .7738 which was not significant 
at the .05 level. Generally teachers indicated that religi-
ous teachers should speak out, but some religious teachers 
indicated that religious teachers should not publically dis-
agree with their authorized superior (Table 30). 
TABLE 29 
Item 4. Religious teachers should devote their full time 
and effort to those works which are sponsored by 
the religious superior and not get involved in such 
matters as collective bargaining. 
SA % A % N % D % SD % 
Male Religious 1 .72 20 14.49 10 7.24 27 19.56 8 5.79 
Female Religious 3 2.17 9 6.52 7 5.07 38 27.53 18 13.04 
Male Lay 4 3.20 7 5.60 8 6.40 29 23.20 12 9.60 
Female Lay 1 .80 8 6.40 10 8.00 29 23.20 16 12.80 
Range of X = .48 
One-way analysis 
of variance: F = .2116 
3.31 
3.78 
3.63 
3.79 
N 
N 
-...J 
TABLE 30 
Item 5. In important matters, such as those which come up 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
Range of X = 
One-way analysis 
of variance: F = 
in collective bargaining, a religious teacher should 
speak out and write even when he is in conflict with 
the will of his authorized superior. 
SA % A % N % D % SD % 
8 5.79 40 28.98 4 2.89 11 7.97 2 1.44 
8 5.79 27 19.56 8 5.79 21 15.21 10 7.24 
13 10.40 31 24.80 11 8.80 5 4.00 1 .80 
7 5.60 33 26.40 13 10.40 8 6.40 0 0 
.79 
.7738 
2.36 
2.97 
2.18 
2.22 
N 
N 
CX> 
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Item 6. 107 teachers (40.68%) disagreed or strongly 
disagreed that in important matters, such as those which come 
up in collective bargaining, a religious teacher should demon-
strate or picket even when this conflicts with the will of 
his authorized superior. 22.46% of male religious and 31.87% 
of female religious teachers disagreedor strongly disagreed 
with the statement. 12.00% of male lay and 13.60% of female 
lay teachers disagreedor strongly disagreedwith the statement. 
Eighty-eight (33.46%) teachers agreed or strongly agreed with 
the statement. 13.75% of male religious and 10.85% of female 
religious teachers agreed or strongly agreed with the state-
ment. 21.60% of male lay and 21.60% of female lay teachers 
agreed or strongly agreed with the statement. Sixty-six 
(25.09%) teachers had no opinion. A one-way analysis of 
variance yielded an F ratio of .7168 which was not signifi-
cant at the .05 level. Teachers tended not to favor such an 
active role for religious teachers. Religious teachers were 
against this active role for religious teachers more than 
lay teachers were (Table 31). 
Item 7. 154 teachers (58.55%) disagreed or strongly 
disagreed that religious teachers should be considered as 
part of the management of the Catholic secondary school by 
reason of their status in the Catholic Church. 28.98% of 
male religious and 30.43% of female religious teachers dis-
agreed or strongly disagreed with the statement. 29.60% of 
, '. 
TABLE 31 
Item 6. In important matters, such as those which come up in 
collective bargaining, a religious teacher should 
demonstrate or picket even when this conflicts with 
the will of his authorized superior. 
SA % A % N % D % SD % 
Male Religious 4 2.89 15 10.86 15 10.86 26 18.84 5 3.62 
Female Religious 4 2.89 11 7.97 13 9.42 30 21.73 14 10.14 
Male Lay 10 8.00 17 13.60 19 15.20 9 7.20 6 4.80 
Female Lay 5 4.00 22 17.60 19 15.20 16 12.80 1 .80 
Range of X = .81 
One-way analysis 
of variance: F = 
.7168 
3.20 
3.54 
2.73 
2.77 
N 
w 
0 
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the male lay and 28.00% of female lay teachers disagreed or 
strongly disagreed with the statement. Sixty-seven (25.47%) 
teachers agreed or strongly agreed with the statement. 19.56% 
of female relieious teachers agreed or strongly agreed with 
the statement, forming the largest sub group, which included 
12.80% of male lay teachers, 9.41% of male religious and 
8.80% of female lay teachers. Forty-five (17.11%) had no 
opinion. A one-way analysis of variance yielded and F ratio 
of .1708 which was not significant at the .05 level. Teach-
ers did not favor the idea of considering religious teachers 
as part of the management (Table 32). 
Item 8. 165 teachers (62.73%) agreed or strongly agreed 
that religious teachers should be considered primarily as a 
teacher rather than as a member of a religious community in 
such matters as collective bargaining. 23.18% of male re-
ligious and 34.05% of female religious teachers strongly a-
greed or agreed with the statement. 30.40% of male lay and 
38.40% of female lay teachers agreed or strongly agreed with 
the statement. Sixty-five teachers (24.71%) disagreed or 
strongly disagreed with the statement. 18.83% of male re-
ligious and 13.76% of female religious teachers disagreed or 
strongly disagreed with the statement. Thirty-four (12.92%) 
had no opinion. A one-way analysis of variance yielded an F 
ratio of .5162 which was not significant at the .05 level. 
Teachers favored recognition of religious as teacher first 
Item 7. 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
Range of X = 
One-way analysis 
of variance: F = 
TABLE 32 
Religious teachers should be considered as part of the 
management of the Catholic secondary school by reason 
of their status in the Catholic Church. 
SA % A % N % D % SD % 
2 1.44 11 7.97 14 10.14 33 23.91 7 5.07 
13 9.42 14 10.14 5 3.62 31 22.46 11 7.97 
2 1.60 14 11.20 8 6.40 21 16.80 16 12.80 
3 2.40 8 6.40 7 5.60 24 19.20 11 8.80 
.43 
.1708 
3.47 
3.17 
3.57 
3.60 
N 
w 
N 
233 
for collective bargaining, but a minority, especially of the 
male and female religious teachers, wanted to be considered 
as part of the community in matters such as collective bar-
gaining (Table 33). 
Item 9. 183 teachers (69.58%) disagreed or strongly 
disagreed that the authorized religious superior should make 
the decisions for the religious teachers in the school and 
thereb~' resolve such matters as those normally involved in 
collective bargaining. 34.78% of male religious and 39.12% 
of female religious disagreed or strongly disagreed ·with the 
statement. Religious were most definite in rejecting the 
statement, while 28.00% of male lay and 36.80% of female lay 
teachers disagreed or strongly disagreed with the statement. 
Thirty-nine (14.82%) teachers a8reed or strongly agreed with 
the statement. Thirty-nine (14.82%) had no opinior1. A one-
way analysis of variance yielded an F ratio of .0865 which 
was not significant at the .05 level. Teachers, especially 
the religious teachers in matters concerning the religious 
teachers, want to speak for themselves, taking an active part 
in collective bargaining matters (Table 34). 
Item 10. 139 teachers (52.85%) agreed or strongly 
agreed that the individual religious teacher today should be 
authorized to manage his personal finances in such matters as 
dues for collective bargaining. 26.63% of male religious 
and 28.25% of female religious teachers agreed or strongly 
Item 8. 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
Range of X = 
One-way analysis 
of variance: F = 
TABLE 33 
A religious teacher should be considered primarily 
as a teacher rather than as a member of a religious 
community in such matters as collective bargaining. 
SA % A % N % D % SD % 
5 3.62 27 19.56 7 5.07 21 15.21 5 3.62 
14 10.14 33 23.91 8 5.79 12 8.69 7 5.07 
13 10.40 25 20.00 10 8.00 11 8.80 2 1.60 
10 8.00 38 30.40 9 7.20 7 5.60 0 0 
.70 
.5162 
x 
2.90 
2.52 
2.40 
2.20 
N 
w 
.l:"-
Item 9 
• 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
Range of X = 
One-way analysis 
of variance: F = 
TABLE 34 
The authorized religious superior should make the 
decisions for the religious teachers in the school 
and thereby resolve such matters as those normally 
involved in collective bargaining . 
SA % A % N % D % SD % 
1 .72 10 7.24 6 4.34 39 28.26 9 6.52 
3 2.17 9 6.52 7 5.07 34 24.63 20 14.49 
1 .80 11 8.80 14 11.20 23 18.40 12 9.60 
1 .80 3 2.40 12 9.60 31 24.80 15 12.00 
.35 
.0865 
3.69 
3.80 
3.55 
3.90 
N 
w 
Vt 
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agreed with the statement. 24.00% of male lay and 28.80% of 
female lay teachers agreed or strongly agreed with the state-
ment. Forty-seven (17.87%) teachers disagreed or strongly 
disagreed with the statement. 15.21% of female religious 
were in this minority. Seventy-five (28.52%) had no opinion. 
More teachers had no opinion about the statement than dis-
agreed or strongly disagreed with the statement. A one-way 
analysis of variance yielded an F ratio of .1057 which was 
not significant at the .05 level. Both lay and religious 
teachers agreed that religious teachers should take an ac-
tive part in managing matters which personally conern them 
(Table 35) . 
Results of this part of Section II, Role of Religious 
Teachers, indicated that teachers believed in an active and 
participatory role for religious teachers in matters involv-
ing collective bargaining in Catholic high schools. Teachers 
indicated that religious teachers should be involved in col-
lective bargaining and that the secular matters of the school 
were also their legitimate concern. They felt that religious 
teachers should speak out and write defending their position, 
and should make decisions for themselves, even if these pos-
itions and decisions are not in agreement with the ·will of 
the authorized superior. Teachers, especially religious 
teachers, did not support activities such as picketing or 
demonstrations by religious teachers on behalf of collective 
TABLE 35 
Item 10. The individual religious teacher today should be 
authorized to manage his personal finances in such 
matters as dues for collective bargaining. 
SA % A % N % D % SD % 
Male Religious 8 5.79 26 18.84 23 16.66 8 5.79 2 1.44 
Female Religious 11 7.97 28 20.28 10 7.24 13 9.42 8 5.79 
Male Lay 6 4.80 24 19.20 20 16.00 7 5.60 4 3.20 
Female Lay 7 5.60 29 23.20 22 17.60 5 4.00 0 0 
Range of X = .31 
One-way analysis 
of variance: F = 
.1057 
2.55 
2.70 
2.65 
2.39 
N 
w 
-.....J 
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bargaining, which they indicated were not consistent with the 
proper role of religious teachers. Teachers felt that reli-
gious teachers should be considered as teachers first, not as 
part of management. They generally supported the idea that 
the religious teachers identify themselves as part of the 
teaching staff in relation to collective bargaining, rather 
than as part of the religious community. Teachers, especial-
ly the religious teachers, felt that religious teachers could 
make their own decisions and manage their own limited fin-
ances. The results indicated that religious teachers would 
take a very active part in school matters, including collec-
tive bargaining. 
B. Outcomes. In this part of Section II five items, 
numbered eleven to fifteen, asked respondents to indicate 
their degree of agreement or disagreement with statements 
relating to the effect of collective bargaining on the inter-
personal relationships among administrators, religious teach-
ers, and lay teachers in the schools. 
Item 11. 145 teachers (55.13%) agreed or strongly 
agreed that the growth of collective bargaining will improve 
the professional quality of the schools. 21.01% of male re-
ligious and 18.11% of female religious teachers agreed or 
strongly agreed with the statement. 36.00% of ~ale lay and 
36.80% of female lay teachers agreed or strongly agreed with 
the statement. Sixty-six (25.09%) teachers disagreed or 
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strongly disagreed with the statement, including 14.48% of 
male religious and 19.56% of female religious teachers. ·For-
ty-nine (18.63%) had no opinion. A one-way analysis of var-
iance yielded an F ratio of 1.0475 which was not significant 
at the .05 level. Teachers felt that collective bargaining 
would improve the professional quality of the school, but 
some religious did not agree (Table 36). 
Item 12. 138 teachers (52.47%) disagreed or strongly 
disagreed that the growth of collective bargaining will in-
crease the divisions between lay teachers and the adminis-
trators of these schools. 18.83% of male religious and 
23.90% of female religious teachers disagreed or strongly 
disagreed with the statement. 28.80% of male lay and 34.40% 
of female lay teachers disagreed or strongly disagreed with 
the statement. Eighty-two (31.17%) teachers agreed or strong-
ly agreed with the statement, including 18.84% of male re-
ligious, 16.65% of female religious, and 18.40% of male lay 
teachers. Forty-two (15.96%) had no opinion. A one-way 
analysis of variance yielded an F ratio of .2508 which was 
not significant at the .05 level. Teachers did not feel 
that collective bargaining would increase divisions between 
lay teachers and administrators (Table 37). 
Item 13. 142 teachers (53.99%) disagreed or strongly 
disagreed that the growth of collective bargaining will in-
TABLE 36 
B. Outcomes 
Item 11. The growth of collective bargaining will improve 
the professional quality of the schools. 
SA % A % N % D % SD 
Male Religious 5 3.62 24 17.39 18 13.04 19 13.76 1 
Female Religious 5 3.62 20 14.49 18 13.04 16 11.59 11 
Male Lay 15 12.00 30 24.00 7 5.60 6 4.80 3 
Female Lay 11 8.80 35 28.00 6 !~8. 00 7 5.60 3 
Range of X = .90 
One-way analysis 
of variance: F = 1. 0475 
% 
.72 2.80 
7.97 3.11 
2.40 2.21 
2.40 2.29 
""' .p.. 
0 
TABLE 37 
Item 12. The growth of collective bargaining will increase 
divisions between lay teachers and the administrators 
of these schools. 
SA % A % N % D % SD % 
Male Religious 0 0 26 18.84 15 10.86 23 16.66 3 2.17 
Female Religious 8 5.79 15 10.86 14 10.14 25 18.11 8 5.79 
Male Lay 2 1. 60 21 16.80 3 2.40 25 20.00 11 8.80 
Female Lay 1 .80 9 7.20 10 8.00 39 31. 20 4 3.20 
Range of X == .53 
One-way analysis 
of variance: F = 
.2508 
3.04 
3.14 
3.35 
3.57 
N 
J:--
I-' 
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crease divisions between religious teachers and the adminis-
trators of these schools. 21.00% of male religious and· 
z3.91% of female religious disagreed or stron81Y disagreed 
and 32.80% of male lay and 31.20% of female lay teachers dis-
agreed or strongly disagreed with the statement. Less than 
11% of any sub-group agreed or strongly agreed with the 
statement and sixty-one (23.19%) had no opinion. A one-·way 
analysis of variance yielded an F ratio of . UWS which was 
not significant at the .05 level. Teachers did not feel 
that collective bargaining would increase divisions between 
religious teachers and administrators of Catholic high 
schools (Table 38). 
Item 14. 167 teachers (61.21%) disagreed or strongly 
disagreed that the growth of collective bargaining \vill in-
crease divisions between the religious and lay teachers in 
these schools. 26.07% of male religious and 25.34% of fe-
male religious teachers disagreed or strongly disagreed with 
the statement. 37.60% of male lay and 34.40% of female lay 
teachers disagreed or strongly disagreed with the statement. 
Sixty-seven (25.47%) teachers agreed or strongly agreed with 
the statement, including 12.84% of the male religious and 
16.66% of the female religious teachers. Thirty-eight 
(14.44%) had no opinion. A one-way analysis of variance 
Yielded an F ratio of .5995 which was not significant at the 
.05 level. Teachers felt that collective bargaining would 
TABLE 38 
Item 13. The growth of collective bargaining will increase 
divisions between religious teachers and the 
administrator., of these schools. 
SA % A % N % D % SD 
Male Religious 0 0 15 10.86 21 15.21 25 18.11 4 
Female Religious 7 5.07 12 8.69 16 11. 59 26 18.84 7 
Male Lay 2 1. 60 11 8.80 9 7.20 30 24.00 11 
Female Lay 1 .80 6 4.80 15 12.00 34 27.20 5 
Range of X = .39 
One-way analysis 
of variance: F = 
.1805 
% 
2.89 3.27 
5.07 3.20 
8.80 3.58 
4.00 3.59 
N 
.c--
w 
not increase divisions between religious teachers and lay 
teachers, although some religious teachers felt it would· 
(Table 39) · 
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Item 15. 176 teachers (66.92%) disagreed or strongly 
disagreed that where religious and lay teachers would have 
equal voting rights in collective bargaining, the religious 
teachers will usually vote as a bloc. 31.95% of male re-
ligious and 39.85% of female religious teachers disagreed or 
strongly disagreed with the statement. 24.00% of male lay 
and 32.00% of female lay teachers disagreed or strongly dis-
agreed with the statement. Thirty-seven (14.06%) teachers 
agreed or strongly agreed with the statement, and forty-nine 
(18.63%) had no opinion. A one-way analysis of variance 
yielded an F ratio of .4647 which was not significant ct 
the . 05 level. Religious teachers ·1;-1ere more adamant than 
lay teachers in rejecting the idea that they would vote as a 
bloc (Table 40). 
Results of this part of Section II, Outcomes, indicated 
that teachers agreed that collective bargaining would improve 
the professional quality of the schools, but would definite-
ly not increase divisions among administrators, religious 
teachers and lay teachers. Teachers expected that collective 
bargaining would be a benefit to the school and not interfere 
With the interpersonal relationships already present among 
the staff of these schools. 
TABLE 39 
Item 14. The growth of collective bargaining will increase divisions 
between the religious and lay teachers in these schools. 
SA % A % N % D % SD % 
Male Religious 0 0 26 18.84 10 7.24 29 21. 01 2 1.44 3.10 
Female Religious 11 7.97 12 8.69 11 7.97 29 21. 01 6 4.34 3.10 
Male Lay 1 .80 10 8.00 4 3.20 33 26.40 14 11. 20 3.79 
Female Lay 1 .80 6 4.80 11 8.80 36 28.80 7 5.60 3.68 
Range of X = .69 
One-way analysis 
of variance: F = 
.5995 
N 
~ 
V1 
TABLE 40 
Item 15. Where religious and lay teachers would have equal 
voting rights in collective bargaining, the 
religious teachers will ususally vote as a bloc. 
SA % A % N % D % SD 
Male Religious 1 .72 3 2.17 8 5.79 37 26.81 14 
Female Religious 3 2.17 4 2.89 9 6.52 37 26.81 18 
Male Lay 2 1. 60 19 15.20 11 8.80 24 19.20 6 
Female Lay 2 1. 60 3 2.40 21 16.80 34 27.20 6 
Range of X = .75 
One-way analysis 
of variance: F = 
.4647 
% 
10.14 3.95 
13.04 3.88 
4.80 3.20 
4.80 3.59 
N 
..i;:-. 
O'I 
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Structures for Collective Bargaining. Section III of 
the questionnaire for religious teachers and lay teachers 
included ten items numbered sixteen to twenty-five. These 
items dealt with the nature and composition of the teachers' 
organizations and alternatives to for~al collective bargain-
ing. 
Item 16. 120 teachers (45.62%) agreed or strongly a-
greed that for collective bargaining, the principals and the 
assistant principals in the schools should have their mm 
organization rather than hold membership in the teachers' 
organization. 18.11% of male religious and 21.01% of female 
religious teachers agreed or strongly agreed, and 28.80% of 
male lay and 24.00% of female lay teachers agreed or strong-
ly agreed with the statement. Seventy-five (28. 51/~) teach-
ers disagreed or strongly disagreed with the statement, in-
cluding 15.93% of male religious, 18.10% of female religious, 
and 16.00% of male lay teachers. Sixty-two (23.57%) had no 
opinion. A one-way analysis of variance yielded an F ratio 
of .4481 which was not sienificant at the .05 level. Teach-
ers indicated by two to one that principals and assistant 
principals should have their ovm organization for collective 
bargaining (Table 41). 
Item 17. 109 teachers (41.44%) disagreed or strongly 
disagreed that superintendents and principals should take 
the initiative in organizing for collective bargaining in 
TABLE 41 
III. STRUCTURES FOR COLLECTIVE BARGAINING 
Item 16. For collective bargaining, the principals and the 
assistant principals in the schools should have 
their own organization rather than hold membership 
in the teachers' organization. 
SA % A % N % D % SD % 
Male Religious 3 2.17 22 15.94 18 13.04 20 14.49 2 1.44 
Female Religious 5 3.62 24 17.39 16 11.59 15 10.86 10 7.24 
Male Lay 12 9.60 24 19.20 17 13.60 7 5.60 1 .80 
Female Lay 3 2.40 27 21. 60 11 8.80 19 15.20 1 .80 
Range of X = .65 
One-way analysis 
of variance: F = 
.4481 
2.93 
3.01 
2.36 
2.80 
N 
.t:'-
00 
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these schools. 14.48% of male religious and 24.63% of female 
religious teachers disagreed or strongly disagreed with the 
statement. 21. 60% of male lay and 22. 40/~ of female lay teach-
ers disagreed or strongly disagreed with the statement. 
Eighty-two (31.17%) teachers agreed or strongly agreed with 
the statement, including 15.20% of male religious, 13.03% of 
female reli3ious, 19.20% of male lay and 15.20% of female 
lay teLchers. Sixty-two (23.57%) had no opinion. A one-way 
analysis of variance yielded an F ratio of .1134 which was 
not significant at the .05 level. Teachers did not support 
the initiative of superintendents and principals in collec-
tive bargaining, but were more evenly divided on this item 
than on many others (Table 42). 
Item 18. 118 teachers (44.86%) agreed or strongly a-
greed that the National Catholic Education Association should 
move into the field of collective bargaining and become ac-
tively engaged in the bargaining. 16.65% of male religious 
and 17.38% of female religious teachers agreed or strongly 
agreed with the statement. 27.20% of male lay and 29.60% 
of female lay teachers agreed or strongly agreed with the 
statement. An important minority of teachers, seventy-five 
(28.51%), disagreed or strongly disagreed with the statement, 
including 12.31% of male religious, 22.46% of female religi-
ous, 10.40% of male lay and 11.20% of female lay teachers. 
Sixty-nine (26.23%) had no opinion. A one-way analysis of 
TABLE 42 
Item 17. The Superintendents and Principals should take the 
initiative in organizing for collective bargaining 
in these schools. 
SA % A % N % D % SD % 
Male Religious 4 2.89 17 12.31 22 15.94 19 13.76 1 .72 
Female Religious 4 2.89 14 10.14 18 13.04 27 19.56 7 5.07 
Male Lay 3 2. lt-0 21 16.80 10 8.00 25 20.00 2 1. 60 
Female Lay 2 1. 60 17 13.60 12 9.60 23 18.40 5 4.00 
Range of X = .34 
One-way analysis 
of variance: F = 
.1134 
2.93 
3.27 
3.03 
3.20 
N 
Ln 
0 
If 
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variance yielded an F ratio of .4760 which was not signifi-
cant at the .05 level. Teachers favored the intervention of 
the NCEA into collective bargaining (Table 43) . 
Item 19. 189 teachers (71.86%) agreed or strongly a-
greed that both religious and lay teachers should be eligible 
for full membership in the same organization for collective 
bargaining. 33 .-33% of male religious and 42. 02% of female 
religicus teachers agreed or strongly agreed with the state-
ment. 32.80% of male lay teachers and 35.20% of feoale lay 
teachers agreed or strongly agreed with the statement. Thir-
ty-eight (14.44%) teachers disagreed or strongly disagreed 
with the statement, and twenty-four (9.12%) had no opinion. 
A one-way analysis of variance yielded an F ratio of .0275 
which was not significant at the .05 level. Teachers clear-
ly favored membership by both religious and lay teachers in 
the same teachers' organization (Table 44). 
Item 20. 205 teachers (77.94%) disagreed or strongly 
disagreed that both religious and lay teachers should be 
eligible for full membership in the same organization for 
collective bargaining but religious teachers on a non-voting 
basis. 32.85% of male religious and 45.64% of female relig-
ious teachers disagreed or strongly disagreed. 29.60% of 
male lay and 40.00% of female lay teachers disagreed or 
strongly disagreed ·with the statement. Twenty-three ( 8. 7 4%) 
teachers agreed with the statement and thirty-six (13.68%) 
TABLE 43 
Item 18. The National Catholic Educational Association should 
move into the field of collective bargaining and 
become actively engaged in the bargaining process. 
SA % A % N % D % SD % 
Male Religious 2 1.44 21 15.21 25 18.11 14 10.14 3 2.17 
Female Religious 3 2.17 21 15.21 16 11.59 18 13.04 13 9.42 
Male Lay 7 5.60 27 21.60 14 4.20 8 6.40 5 4.00 
Female Lay 6 4.80 31 24.80 14 11,20 10 8.00 4 3.20 
Range of X = .62 
One-way analysis 
of variance: F = 
.4760 
2.92 
3.23 
2.62 
2.61 
N 
Vt 
N 
TABLE 44 
Item 19. Both religious and lay teachers should be eligible 
for full membership in the same organization 
for collective bargaining. 
SA % A % N % D % SD % 
Male Religious 7 5.07 39 28.26 9 6.52 10 7.24 0 0 
Female Religious 12 8.69 46 33.33 5 3.62 5 3.62 4 2.89 
Male Lay 16 12.80 25 20.00 10 8.00 10 8.00 0 0 
Female Lay 11 8.80 33 26.40 1 .80 6 4.80 3 2.40 
Range of X = .so 
One-way analysis 
of variance: F = 
.0275 
2.33 
2.20 
2.22 
2.70 
N 
V1 
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bad no opinion. A one-way analysis of variance yielded an 
F ratio of .2216 which was not significant at the .05 level. 
Teachers clearly indicated that religious teachers should 
be voting members of a teachers' collective bargaining or-
ganization (Table 45). 
Item 21. 204 teachers (77.56%) disagreed or strongly 
disagreed that only lay teachers should be eligible for full 
membership in a teachers' organization for collective bar-
gaining. 33.32% of male religious and 47.82% of female re-
ligious teachers disagreed or strongly disagreed with the 
statement. 31.20% of male lay and 42.40% of female lay teach-
ers disagreed or strongly disagreed with the statement. 
Thirty (11.40%) teachers agreed or strongly agreed with the 
statement and thirty-two (12.16%) had no opinion. A one-way 
analysis of variance yielded an F ratio of .3408 which was 
not significant at the .05 level. Teachers clearly indica-
ted their feeling that not only lay teachers should be in 
the teachers' organization. Presumably religious teachers 
should also be eligible for full membership (Table 46) . 
Item 22. 188 teachers (71.48%) disagreed or strongly 
disagreed that religious teachers should have their own or-
ganization, separate from that of lay teachers, for collec-
tive bargaining. 28.97% of male religious and 45.65% of 
female religious teachers disagreed or strongly disagreed 
TABLE 45 
Item 20. Both religious and lay teachers should be eligible for 
full membership in the same organization for collective 
bargaining but religious teachers on a non-voting basis. 
SA % A % N % D SD % 
Male Religious 0 0 3 2.17 9 6.52 39 28.26 16 4.59 
Female Religious 2 1.44 2 1.44 5 3.62 36 26.08 27 19.56 
Male Lay 1 .80 11 8.80 13 10.40 23 18.40 14 11. 20 
Female Lay 0 0 4 3.20 9 7.20 42 33.60 8 6.40 
Range of X = .55 
One-way analysis 
of variance: F = 
.2216 
4.01 
4.16 
3.61 
3.85 
N 
V'1 
V'1 
TABLE 46 
Item 21. Only lay teachers should be eligible for full membership 
in a teachers' organization for collective bargaining. 
SA % A % N % D % SD % 
Male Religious 0 0 8 5.79 13 9.42 32 23.18 14 10.14 
Female Religious 0 0 0 0 6 4.34 37 26.81 29 21.01 
Male Lay 1 .80 14 11. 20 9 7.20 24 19.20 15 12.00 
Female Lay 0 0 7 5.60 4 3.20 41 32.80 12 9.60 
Range of X = .65 
One-way analysis 
of variance: F = 
.3408 
3.85 
4.31 
3.66 
3.96 
N 
\J1 
°' 
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with the statement. 28.80% of male lay and 39.20% of female 
lay teachers disagreed or strongly disagreed with the state-
ment. Twenty-nine (11.02%) teachers agreed or strongly a-
greed with the statement and thirty-nine (14.82%) had no 
opinion. A one-way analysis of variance yielded an F ratio 
of .2835 which was not significant at the .05 level. Teach-
ers clearly did not believe that religious teachers should 
have ar. organization separate from the lay teachers' organ-
ization for collective bargaining (Table 47). 
Item 23. 150 teachers (57.03%) agreed or strongly a-
greed that a professional association would be more desirable 
than a teachers' union for purposes of collective bargaining. 
26.07% of male religious and 29.70% of female religious teach-
ers agreed or strongly agreed with the statement. 25.60% of 
male lay and 32.80% of female lay teachers agreed or strongly 
agreed with the statement. Fifty-four (20.53%) teachers dis-
agreed or strongly disagreed with the statement. Less than 
10% of any sub-group disagreed or strongly disagreed with 
the statement. Fifty-eight (22.05%) had no opinion. A one-
way analysis of variance yielded an F ratio of .0831 which 
was not significant at the .05 level. Teachers indicated a 
preference for a professional association over a union. 
This supports the data in chapter two which stated that 
teachers' unions are growing slowly in Catholic schools be-
cause they are not supported by the teachers themselves. 
TABLE 47 
Item 22. Religious teachers should have their own organization, 
separate from that of lay teachers, for collective 
bargaining. 
SA % A % N % D % SD % 
Male Religious 0 0 11 7.97 13 9.42 23 16.66 17 12.31 
Female Religious 1 .72 1 .72 7 5.07 37 26.81 26 18.84 
Male Lay 3 2.40 9 7.20 12 9.60 22 17.60 14 11. 20 
Female Lay 1 .80 4 3.20 7 5.60 43 34.40 6 4.80 
Range of X: = .61 
One-way analysis 
of variance: F = 
.2835 
3.71 
4.19 
3.58 
3.86 
N 
V1 
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"Professional association" seer:1s to be r:iore appealing than 
''teachers' union" to the teachers in Catholic high schools 
(Table 48). 
Item 24. 105 teachers (39.92%) had no opinion to the 
statement that a faculty senate, similar to the senate fre-
quently found on the college or university level, would be 
a more appropriate organization for collective bargaining 
than the professional association. 23.1E% of male religious, 
21.01% of female religious, 16.80% of male lay, and 18.40% 
of fenale lay teachers shared this lack of opinion. Ninety-
six (36.50%) teachers agreed or strongly agreed with the 
statement, including 18.11% of male religious, 21.00% of fe-
male religious, 12.80% of male lay and 20.80% of female lay 
teachers. Sixty (22.81%) teachers disagreed or strongly dis-
agreed with the statement. A one-way analysis of variance 
yielded an F ratio of .2326 which was not significant at the 
.05 level. Teachers indicated that the difference between 
a faculty senate and a professional association, as they 
perceived them, were not significant enough for a majority 
to hold an opinion. This contrasts with the results of 
item number twenty-three, 'tJhere a clear distinction ·was made 
between a teachers' union and a professional association 
(Table 49). 
Item 25. 101 teachers (38.40%) had no opinion about 
the statement that a faculty senate, similar to the senate 
TABLE 48 
Item 23. A professional association would be more desirable than 
a teachers' union for purposes of collective bargaining. 
SA % A % N % D % SD % 
Male Religious 6 4.34 30 21. 73 17 12.31 11 7.97 1 1.44 
Female Religious 12 8.69 29 21.01 18 13.04 6 4.34 5 3.62 
Male Lay 8 6.40 24 19.20 11 8.80 11 8.80 7 5.60 
Female Lay 7 5.60 34 27.20 12 9.60 8 6.40 5 4.00 
Range of X = .29 
One-way analysis 
of variance: F = 
.0831 
2.55 
2.47 
2.75 
2.46 
N 
°' 0 
TABLE 49 
Item 24. A faculty senate, similar to the senate frequently found 
on the college or university level, would be a more 
appropriate organization for collective bargaining 
than the professional association. 
SA % A % N % D % SD 
Male Religious 3 2.17 22 15.94 32 23.18 6 7.24 2 1.44 
Female Religious 4 2.89 25 18.11 29 21.01 7 5.07 4 2.89 
Male Lay 2 1. 60 14 11. 20 21 16.80 21 16.80 4 3.20 
Female Lay 5 4.00 21 16.80 23 18.40 11 8.80 5 4.00 
Range of X = .45 
One-way analysis 
of variance: F = 
.2326 
2.72 
2.73 
3.17 
2.84 
N 
°" ~
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frequently found on the college or university level would be 
a more appropriate organization for collective bargaining. 
This group included 24.63% of male religious, 20.28% of female 
religious, 16.80% of male lay, and 14.40% of female lay teach-
ers. Ninety-five (36.12%) teachers agreed or strongly agreed 
with the statement, including 16.66% of nale religious, 23.91% 
of female religious: 11.20% of male lay and 20.00% of female 
lay teachers. Sixty-four (24.33%) teachers disagreed or 
strongly disagreed with the statement. A one-\vay analysis 
of variance yielded an F ratio of .4213 which was not sig-
nificant at the .05 level. Teachers indicated they did not 
feel there was an important difference in using a faculty 
senate for negotiating. Results of this item were the most 
evenly divided of any item in this section (Table 50). 
Results of Section III, Structures for Collective Bar-
gaining, indicated that respondents felt that principals and 
assistant principals should have their ovm separate organiza-
tion for collective bargaining and should not be members of 
the teachers' organization. They indicated that superinten-
dents and principals should not take initiative in organizins 
for collective bargaining, implying that initiatives should 
come from the teachers themselves. Teachers felt that the 
National Catholic Education Association should become invol-
ved with the process of collective bargaining. Respondents 
most clearly indicated that in the teachers' organization, 
TABLE 50 
Item 25. A faculty senate, similar to the senate frequently found 
on the college or university level would be a more 
appropriate organization for collective bargaining. 
SA % A % N % D % SD % 
Male Religious 5 3.62 18 13.04 34 24.63 6 4.34 2 1.44 
Female Religious 7 5.07 26 18.84 28 20.28 5 3.62 4 2.89 
Male Lay 2 1. 60 12 9.60 21 16.80 22 17.60 5 4.00 
Female Lay 5 4.00 20 16.00 18 14.40 16 12.80 4 3.20 
Range of X = .64 
One-way analysis 
of variance: F = 
.4213 
2.72 
2.61 
3.25 
2.90 
N 
O'I 
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both religious and lay teachers should be equal in member-
ship eligibility and voting rights, and that separate organ-
izations for each one were not necessary. Respondents indi-
cated a preference for a professional association of teachers 
over a teachers' union, but were divided and showed no clear 
preference when comparing a professional association to a 
faculty senate or in preferring a faculty senate without 
comparison to another form of organization. 
General Policies Relating to Collective Bargaining . 
. Section Iv of the questionnaire for religious teachers and 
lay teachers contained fourteen items numbered twenty-six to 
thirty-nine and asked respondents to indicate their degree 
of agreement or disagreement to statements about local and 
national issues involved in collective bargaining, such as 
strike behavior and consequences, grievance procedures, and 
deadlock situations. 
Item 26. 116 teachers (44.10%) disagreed or strongly 
disagreed that the Catholic bishops of the United States 
should establish a national policy for all Catholic secondary 
schools regarding collective bargaining. 20.28% of male re-
ligious and 24.63% of female religious teachers disagreed or 
strongly disagreed with the statement. 20.00% of male lay 
and 43.20% of female lay teachers disagreed or strongly dis-
agreed with the statement. Ninety-five (36.12%) teachers 
agreed or strongly agreed with the statement, including 
265 
18.83% of male religious, 17.38% of female religious, 20.30% 
of male lay and 15.20% of female lay teachers. Forty-eight 
(18.25%) had no opinion. A one-way analysis of variance 
yielded an F ratio of .1329 which was not significant at the 
.05 level. By a small majority teachers did not favor the 
intervention of the American Catholic bishops into collec-
tive bargaining (Table 51). 
Item 27. 154 teachers (89.73%) agreed or strongly 
agreed that the procedure for handling grievances of lay 
teachers should be established at the diocesan level. 26.08% 
of male religious and 38.40% of female religious teachers 
agreed or strongly agreed with the statement. 26.40% of male 
lay and 25.60% of female lay teachers agreed or strongly a-
greed with the statement. Eighty-two (31.17%) teachers dis-
agreed or strongly disagreed with the statement, including 
13.03% of male religious, 9.41% of female religious, 19.20% 
of male lay and 21.60% of female lay teachers. Twenty-four 
(9.12%) had no opinion. A one-way analysis of variance 
yielded an F ratio of .3851 which was not significant at the 
.05 level. Teachers favored setting the procedures of lay 
teacher grievances at the <liocesan level, perhaps because 
· this will avoid arbitrary rulings at the local level {Table 
52). 
Item 28. 165 teachers (62.73%) agreed or strongly a-
greed that the authorized religious superior of a cormnunity 
TABLE 51 
IV. GENERAL POLICIES RELATED TO COLLECTIVE BARGAINING 
Item 26. The Catholic Bishops of the United States should 
establish a national policy for all Catholic secondary 
schools regarding collective bargaining. 
SA % A % N % D % SD % 
Male Religious 6 4.34 20 14.49 11 7.97 22 15.94 6 4.34 
Female Religious 6 4.34 18 13.04 12 8.69 21 15.21 13 9.42 
Male Lay 12 9.60 14 11. 20 10 8.00 19 15.20 6 4.80 
Female Lay 2 1. 60 17 13.60 15 12.00 23 18.40 6 4.80 
Range of X = .36 
One-way analysis 
of variance: F = 
.1329 
3.03 
3.24 
2.88 
3.22 
N 
°' 
°' 
TABLE 52 
Item 27. Procedure for handling the grievances of lay teachers 
should be established at the diocesan level. 
SA % A % N % D % SD % 
Male Religious 10 7.24 26 18.84 11 7.97 17 12.31 1 .72 
Female Religious 11 7.97 42 30.43 5 3.62 10 7.24 3 2.17 
Male Lay 7 5.60 26 20.80 4 3.20 23 18.40 1 .80 
Female Lay 5 4.00 27 21.60 4 3.20 22 17.60 5 4.00 
Range of X = .60 
One-way analysis 
of variance: F = 
.3851 
2.58 
2.32 
2.75 
2.92 
N 
°' ....._, 
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~hich teaches in a particular secondary school should not at 
the same time be principal of that school. 33.32% of male 
religious and 40.57% of female religious teachers agreed or 
strongly agreed with the statement. 23.20% of male lay and 
27.20% of female lay teachers agreed or strongly agreed \Jith 
the statement. Thirty (11.40%) disagreed or strongly dis-
agreed with the statement, and sixty-four (24.33%) had no 
opinior.. A one-way analysis of variance yielded an F ratio 
of .4146 which was not significant at the .05 level. Teach-
ers clearly pref erred that the local religious superior not 
be the principal of the school (Table 53). 
Item 29. 224 teachers (85.17%) agreed or strongly 
agreed that a lay teacher should be eligible for all adminis-
trative positions in a Catholic school. 40.57% of male re-
ligious and 45.64% of female religious teachers agreed or 
strongly agreed with the state~ent. 40.80% of male lay and 
43.20% of female lay teachers agreed or strongly agreed with 
the statement. Fourteen (5.32%) teachers had no opinion and 
twenty-one (7.98%) disagreed or strongly disagreed. A one-
way analysis of variance yielded an F ratio of .1515 which 
was not significant at the .05 level. Teachers overwhelm-
ingly believe that lay teachers should be eligible for all 
administrative positions in the school (Table 54). 
Item 30. 114 teachers (43.34%) disagreed or strongly 
disagreed that in order to hold full membership in a teach-
TABLE 53 
Item 28. The authorized religious superior of a community which 
teaches in a particular secondary school should not at 
the same time be principal of that school. 
SA % A % N % D % SD % 
Male Religious 16 11.59 30 21.73 11 7.97 5 3.62 3 2.17 
Female Religious 22 15.94 34 24.63 10 7.24 5 3.62 1 .72 
Male Lay 9 7.20 20 16.00 19 15.20 12 9.60 0 0 
Female Lay 5 4.00 29 23.20 24 19.20 3 2.40 1 .80 
Range of X: = .55 
One-way analysis 
of variance: F = 
.4146 
2.21 
2.01 
2.56 
2.45 
N 
°' l...O 
TABLE 54 
Item 29. A lay teacher should be eligible for all administrative 
positions in a Catholic secondary school. 
SA % A % N % D % SD % 
Male Religious 20 14.49 36 26.08 2 1.44 5 3.62 2 1.44 
Female Religious 23 16.66 40 28.98 5 3.62 3 2.17 0 0 
Male Lay 35 28.00 16 12.80 4 3.20 5 4.00 1 .80 
Female Lay 33 26.40 21 16.80 3 2.40 5 4.00 0 0 
Range of X = .26 
One-way analysis 
of variance: F = 
.1515 
1. 96 
1. 83 
1. 70 
1. 77 
N 
......., 
0 
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ers' organization for collective bargaining, a religious 
teacher should seek the permission of his authorized superior. 
28.98% of male religious and 20.99% of female religious teach-
ers disagreed or strongly disagreed with the statement. 
24.00% of ~ale lay and 28.00% of female lay teachers dis-
agreed or strongly disagreed with the statement. Sixty-six 
(25.09%) teachers agreed or strongly agreed with the state-
ment, including 22.75% of male religious and 19.56% of fe-
male religious teachers. Sixty-five (24.71%) teachers had 
no opinion. A one-way analysis of variance yielded an F 
ratio of .1264 which was not significant at the .05 level. 
Teachers did not believe that a religious teacher needed the 
permission of his superior to join a teachers' organization, 
but a minority of religious teachers, nearly 20% of both 
male and female, felt permission was necessary for them to 
join (Table 55). 
Item 31. 170 teachers (64.34%) disagreed or strongly 
disagreed that authorized superiors should assign religious 
teachers to fill the classrooms of striking lay teachers. 
30.42% of male religious and 31.87% of female religious teach-
ers disagreed or strongly disagreed with the statement. 
32.00% of male lay and 35.20% of female lay teachers disa-
greed or strongly disagreed with the statement. Nineteen 
(7.22%) teachers agreed or stronely agreed with the state-
ment and sixty-eight (25.85%) teachers had no opinion. A 
TABLE 55 
Item 30. In order to hold full membership in a teachers' 
organization for collective bargaining, a religious 
teacher should seek the permission of his authorized 
superior. 
SA % A % N % D % SD % 
Male Religious 2 1.44 17 21.31 8 5.79 29 21.01 11 7.97 
Female Religious 5 3.62 22 15.94 15 10.86 17 12.31 12 8.69 
Male Lay 0 0 11 8.80 23 18.40 22 17.60 8 6.40 
Female Lay 1 .80 8 6.40 19 15.20 30 24.00 5 4.00 
Range of X = .41 
One-way analysis 
of variance: F = 
.1264 
3.44 
3.12 
3.42 
3.53 
N 
-...J 
N 
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one-way analysis of variance yielded an F ratio of .0394 which 
was not significant at the .05 level. Teachers overwhelming-
ly rejected the idea that striking lay teachers should be 
replaced by religious teachers assigned by their superior 
(Table 56). 
Item 32. 130 teachers (49.42%) disagreed or strongly 
disagreed that all teacher contracts in a Catholic secondary 
schoolb should include a "no-strike" clause. 14.48% of male 
religious and 19.55% of female religious teachers disagreed 
or strongly disagreed with the statement. 32.00% of male 
lay and 34.40% of female lay teachers disagreed or stronely 
disagreed with the statement. Seventy-three (27.75%) teach-
ers agreed or strongly agreed with the statement, including 
13.03% of male religious, 22.46% of female religious, 10.40% 
of male lay, and 8.80% of female lay teachers. Fifty-five 
(20.91%) had no opinion. A one-way analysis of variance 
yielded an F ratio of .8241. 7eachers clearly rejected the 
idea that contracts should contain a "no-strike" clause, 
although lay teachers were more adamant in rejecting it than 
religious teachers, presumably because a strike would have a 
more direct econonic effect on lay teachers than on religious 
teachers (Table 57). 
Item 33. 182 teachers (69.20%) disagreed or strongly 
disagreed that the penalty for participation of a lay teach-
er in a strike should be dismissal from the school. 34.78% 
TABLE 56 
Item 31. Authorized superiors should assign religious teachers 
to fill the classrooms of striking lay teachers. 
SA % A % N % D % SD % 
Male Religious 1 .72 6 4.34 14 10.14 25 18.11 17 12.31 
Female Religious 0 0 6 4.34 19 13.76 28 20.28 16 11. 59 
Male Lay 0 0 2 1. 60 19 15.20 17 13.60 23 18.40 
Female Lay 0 0 4 3.20 16 12.80 25 20.00 19 15.20 
Range of X = .22 
One-way analysis 
of variance: F = 
.0394 
3.80 
3.78 
4.00 
3.92 
N 
-...J 
.t:--
TABLE 57 
Item 32. All teacher contracts in Catholic secondary schools 
should include a "no-strike" clause. 
SA % A % N % D % SD % 
Male Religious 2 1.44 16 11. 59 27 19.56 14 10.14 6 4.34 
Female Religious 11 7.97 20 14.49 11 7.97 21 15.21 6 4.34 
Male Lay 6 4.80 7 5.60 8 6.40 18 14.40 22 17.60 
Female Lay 4 3.20 7 5.60 9 7.20 26 20.80 17 13.60 
Range of X = .85 
One-way analysis 
of variance: F = 
.8241 
3.09 
2.86 
3. 70 
3.71 
N 
-...J 
V1 
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of the male religious and 23.90% of the female religious 
teachers disagreed or stron3ly disagreed with the statewent. 
40.80% of male lay and 40.00% of female lay teachers disa-
8reed or strongly disagreed with the statement. Nineteen 
(7.22%) teachers agreed or strongly agreed with the state-
ment, and fifty-two (19.77%) had no opinion. A one-way an-
alysis of variance yielded an F ratio of .6491 which was not 
significant at the .05 level. Teachers clearly indicated 
that participation in a strike should not result in dis~issal 
from the faculty. Lay teachers were more adamant in reject-
ing dismissal than religious teachers, probably because dis-
missal would have a more immediate economic effect on them 
than on religious teachers (Table 58) . 
Item 34. 182 teachers (69.20%) disagreed or strongly 
disagreed that the penalty for participation by a religious 
teacher in a strike should be a transfer from the school. 
34.77% of male religious and 27.53% of female religious teach-
ers disagreed or strongly disagreed with the statement. 
36.80% of male lay and 40.00% of female lay teachers disa-
greed or strongly disagreed with the statement. Twenty 
(7.60%) teachers agreed or stongly agreed with the statement 
and fifty-four (20.53%) teachers had no opinion. A one-way 
analysis of variance yielded an F ratio of .5318 which was 
not significant at the .05 level. Teachers clearly rejected 
the idea that a religious teacher should be transferred from 
TABLE 58 
Item 33. The penalty for participation of a lay teacher in 
a strike should be dismissal from the school. 
SA % A % N % D % SD 
Male Religious 0 0 3 2.17 12 8.69 35 25.36 13 
Female Religious 4 2.89 3 '.?. .17 29 21. 01 21 15.21 12 
Male Lay 1 .80 3 2.40 6 4.80 13 10.40 38 
Female Lay 2 1. 60 3 2.40 5 4.00 13 10.40 37 
Range of X = .88 
One-way analysis 
of variance: F = 
.6491 
% 
9.42 3.92 
8.69 3.49 
30.40 4.37 
29.60 4.33 
N 
""-J 
""-J 
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the school as a penalty for participating in a strike (Table 
59) . 
Item 35. 108 teachers (41.06%) agreed or strongly a-
greed that contracts with individual religious teachers should 
replace contracts between the diocese or parish and the reli-
gious congregation. 19.56% of male religious and 28.98% of 
female religious teachers agreed or strongly agreed with the 
statement. 12.80% of ~ale lay and 20.00% of female lay teach-
ers agreed or strongly agreed with the statements. Fifty-two 
(19.77%) teachers disagreed or strongly disagreed with the 
statement, including 11.58% of male religious, 10.86% of fe-
male religious, and 11.20% of male lay teachers. Ninety-nine 
(37.64%) teachers had no opinion. A one-way analysis of var-
iance yielded an F ratio of .2975 which was not significant 
at the .05 level. Teachers favored individual contracts for 
religious, especially female religious, perhaps because fe-
male religious have had more experience with this practice. 
A significant number of teachers had no opinion on this 
item (Table 60) . 
Item 36. 163 teachers (61.97%) agreed or strongly a-
greed that stipends (money) for religious faculty members 
should be scaled on the same basis as salaries for lay teach-
ers. 32.60% of male religious and 38.39% of female religious 
teachers agreed or strongly agreed with the statement. 25.60% 
of the male lay and 26.40% of the female lay teachers agreed 
TABLE 59 
Item 34. The penalty for participation by a religious teacher 
in a strike should be a transfer from the school. 
SA % A % N % D % SD % 
Male Religious 0 0 3 2.17 11 7.97 38 27.53 10 7.24 
Female Religious 6 4.34 4 2.89 22 15.94 26 18.84 12 8.69 
Male Lay 1 .80 2 1. 60 12 9.60 11 8.80 35 28.00 
Female Lay 2 1. 60 2 1. 60 9 7.20 15 12.00 35 28.00 
Range of X = .84 
One-way analysis 
of variance: F = 
.5318 
3.88 
3.48 
4.32 
4.25 
N 
....... 
\0 
TABLE 60 
Item 35. Contracts with individual religious teachers should 
replace contracts between the diocese or parish and 
the religious congregation. 
SA % A % N % D % SD % 
Male Religious 5 3.62 22 15.94 22 15.94 14 10.14 2 1.44 
Female Religious 18 13.04 22 15.94 15 10.86 12 8.69 3 2.17 
Male Lay 5 4.00 11 8.80 33 26.40 9 7.20 5 4.00 
Female Lay 5 4.00 20 16.00 29 23.20 6 4.80 1 .80 
Range of X = .54 
One-way analysis 
of variance: F = 
.2975 
2.78 
2.42 
2.96 
2.63 
N 
00 
0 
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or strongly agreed with the statement. Forty-three (16.34%) 
teachers disagreed or strongly disagreed with the statement 
and fifty-five (20.91%) had no opinion. A one-way analysis 
of variance yielded an F ratio of .2000 which was not signif-
icant at the .05 level. Teachers, especially religious teach-
ers, favored a religious stipend scaled on the lay faculty 
salary, probably because this would demonstrate the economic 
equality of the religious teacher with the lay teacher (Table 
61). 
Item 37. 172 teachers (65.39%) disagreed or strongly 
disagreed that in a deadlock in collective bargaining, the 
bishop of the diocese should resolve the impasse. 32.60% of 
the male religious and 28.98% of the female religious teachers 
disagreed or strongly disagreed with the statement. 37.60% 
of male lay and 32.00% of female lay teachers disagreed or 
strongly disagreed with the statement. Twenty-seven (10.26%) 
teachers agreed or strongly agreed with the statement, and 
sixty-two (23.57%) had no opinion. A one-way analysis of 
variance yielded an F ratio of .1185 which was not significant 
at the .05 level. Teachers clearly did not want the bishop 
of the diocese to intervene in a deadlock (Table 62). 
Item 38. 153 teachers (58.17%) disagreed or strongly 
disagreed that in a deadlock in collective bargaining, the 
school board of the diocese should resolve the impasse. 
24.63% of male religious and 28.25% of female religious teach-
TABLE 61 
Item 36. Stipends for religious faculty members should be scaled 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
Range of X = 
One-way analysis 
of variance: F = 
on the same basis as salaries for lay teachers. (A percentage 
of such a stipend would be contributed to the school.) 
SA % A % N % D % SD % 
12 8.69 33 23.91 6 4.34 8 5.79 6 4.34 2.43 
23 16.66 30 21. 73 8 5.79 9 6.52 3 2.17 2.16 
8 6.40 24 19.20 19 1. 52 7 5.60 3 2.40 2.55 
5 4.00 28 22.40 22 17.60 7 5.60 0 0 2.50 
.39 
.2000 
N 
00 
N 
TABLE 62 
Item 37. In a deadlock in collective bargaining, the bishop 
of the diocese should resolve the impasse. 
SA % A % N % D % SD % 
Male Religious 0 0 4 2.89 15 10.86 35 25.36 10 7.24 
Female Religious 4 2.89 8 5.79 19 13.76 26 18.84 14 10.14 
Male Lay 0 0 5 4.00 11 8.80 30 24.00 17 13.60 
Female Lay 0 0 6 4.80 17 13.60 29 23.20 11 8.80 
Range of X = .40 
One-way analysis 
of variance: F = 
.1185 
3.79 
3.53 
3.93 
3.71 
N 
00 
w 
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ers disagreed or strongly disagreed with the statement. 
32.80% of male lay and 31.20% of female lay teachers disa-
greed or strongly disagreed with the statement. Forty-eight 
(18.25%) teachers agreed or strongly agreed with the state-
ment, and fifty-four (20.53%) had no opinion. A one-way 
analysis of variance yielded an F ratio of .0598 which was 
not significant at the .05 level. Teachers rejected the 
idea of intervention by the diocesan school board in the 
case of an impasse (Table 63). 
Item 39. 225 teachers (85.55%) agreed or strongly 
agreed that in a deadlock in collective bargaining, a media-
tor should be sought who would be mutually acceptable to the 
teaching personnel and to the school authorities. 39.84% 
of male religious and 38.40% of female religious teachers 
agreed or strongly agreed with the statement. 48.00% of 
male lay and 45.60% of female lay teachers agreed or strong-
ly agreed with the statement. Five (1.90%) teachers dis-
agreed or strongly disagreed with the statement and twenty 
(7.60%) had no opinion. A one-way analysis of variance 
yielded an F ratio of .5189 which was not significant at the 
.05 level. Teachers overwhelmingly approved the idea of a 
mutually agreeable mediator becoming involved in settling an 
impasse in collective bargaining (Table 64). 
Results of Section IV, General Policies Related to Col-
lective Bargaining, revealed the perceptions of respondents 
TABLE 63 
Item 38. In a deadlock in collective bargaining, the school 
board of the diocese should resolve the impasse. 
SA % A % N % D % SD % 
Male Religious 0 0 12 8.69 15 10.86 23 16.66 11 7.97 
Female Religious 2 1.44 13 9.42 17 12.31 29 21. 01 10 7.24 
Male Lay 0 0 11 8.80 9 7.20 27 21. 60 14 11.20 
Female Lay 0 0 10 8.00 13 10.40 28 22.40 11 8.80 
Range of X = .27 
One-way analysis 
of variance: F = 
.0598 
3.54 
3.45 
3.72 
3.64 
N 
00 
V1 
TABLE 64 
Item 39. In a deadlock in collective bargaining, a mediator 
should be sought who would be mutually acceptable 
to the teaching personnel and to the school 
authorities. 
SA A N % D SD 
Male Religious 10 7.24 45 32.60 8 5.79 2 1.44 0 0 
% 
Female Religious 11 7.97 42 30.43 6 4.34 0 0 2 1.44 
Male Lay 31 24.80 29 23.20 1 .80 0 0 0 0 
Female Lay 21 16.80 36 28.80 5 4.00 1 .80 0 0 
Range of X = .53 
One-way analysis 
of variance: F = 
.5189 
2.03 
2.01 
1. 50 
1. 77 
N 
co 
°' 
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to several issues in collective bargaining which may or may 
not be a part of particular school situations. Respondents 
indicated that the Catholic bishops of the United States 
should not attempt to establish a national policy on collec-
tive bargaining for secondary schools, and they strongly 
felt that teachers' grievance policies should be established 
at the diocesan level. Teachers indicated that they were not 
in favor of the local religious superior also being the prin-
cipal of the school at the same time, since this may lead to 
a conflict of interest. In regard to religious teachers, 
respondents believed that the local superior should not send 
religious teachers into the classroom to replace strikine 
lay teachers. They indicated that the stipend for religious 
teachers should be based on the same salary scale as that of 
the lay teachers. Respondents indicated that individual con-
tracts for religious teachers were preferable to contracts 
made between the congregation and the diocese. They also felt 
that religious teachers should not need to seek the permission 
• 
of their superior before joining a teachers' organization, 
although a minority of religious teachers felt that per-
mission was necessary. Respondents indicated that lay teach-
ers should be eligible for all administrative positions in 
the school. In regard to strikes by teachers, respondents 
indicated that they did not believe that a "no-strike" clause 
should be a part of the contract. They also felt that lay 
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teachers should not be dismissed for participating in a strike 
and that religious teachers should not be transferred for par-
ticipating in a strike. In cases of deadlock in negotiations, 
teachers rejected the intervention of the diocesan bishop and 
the diocesan school board, but overwhelmingly approved of ar-
bitration by a mutually acceptable mediator to settle the 
impasse. 
Items for Collective Bargaining. Section V of the ques-
tionnaire for religious teachers and lay teachers contained 
nineteen items numbered forty to fifty-eight and asked res-
pondents to check whether they considered the item a suitable 
subject for collective bargaining and on whose behalf the 
item should be negotiable. Five options were available for 
respondents to indicate whether the item was non-negotiable, 
negotiable for lay teachers, negotiable for religious teach-
ers, negotiable for both, or whether the respondent had no 
opinion. "Negotiable for both" signified that both lay teach-
ers and religious teachers would be involved in the negotia-
tions. The choices were exclusive of each other, in that 
the respondent could choose only one of the five options. A 
response of 7% or more by either lay teachers or religious 
teachers to a particular option was considered noteworthy. 
Data gathered for this section are surrnnarized in tables 
sixty-five to eighty-three. They show a frequency distribu-
tion of the responses and the percentage of the total religi-
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ous teacher response or lay teacher response the frequency 
represents. A one-way analysis of variance was conducted on 
all items in this section. Raw data was entered into a p·ro-
gram on a Commodore 64 computer ·which computed the F ratio 
representing the variance. The data yielded by the survey 
contained three (3) degrees of freedom in the numerator and 
between two hundred and fifty and three hundred degrees of 
freedom in the denominator. The F value of significant dif-
ference among the respondents was 2.65. The values yielded 
by the computation of variance ranged from .0225 to .4251. 
Since all the values of variance fall well below the 2.65 
level, there were no statistically significant differences 
among sub-groups of respondents at the .OS level. Compari-
son of the variance values of this section of the survey with 
the results of sections II, III, and IV show that the variance 
values of this section, Section V, are even lower than those 
present in the previous sections. Indeed, in this section 
the respondents were very similar in their responses to the 
issues of which items in the area of collective bargaining 
should be the subject of negotiations. Because the variance 
values were insignificant they are included in the tables, 
but not mentioned in the text. The discussion of the items 
included the areas of strong agreement along with a summary 
of the data. 
Item 40. Salaries for lay teachers. Respondents were 
divided between indicating this item negotiable for lay teach-
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ers or negotiable for both. 29.71% of male religious, 31.15% 
of fe~ale religious, 20.00% of male lay and 27.20% of female 
lay teachers indicated negotiable for lay teachers. 15.90% 
of male religious, 15.94% of female religious, 14.40% of 
male lay and 21.60% of female lay teachers indicated negoti-
able for both. The preference was for negotiable for lay 
teachers. Lay teachers were adamant in negotiating their own 
salarie3, but some teachers favored making salaries for lay 
teachers negotiable for both lay teachers and religious 
teachers (Table 65). 
Item 41. Salaries for religious teachers. Respondents 
were divided between indicating this iteB negotiable for re-
ligious teachers or negotiable for both. 28.98% of male re-
ligious, 27.53% of female religious, and 26.40% of female lay 
teachers indicated negotiable for religious teachers. 13.04% 
of male religious, 14.49% of female religious, 12.80% of male 
lay and 17.60% of female lay teachers indicated negotiable 
for both. Religious teachers were more adamant about nego-
tiating religious salaries than lay teachers (Table 66). 
Item 42. Leaves of absence. Respondents indicated a 
strong preference on this item for negotiable for both. 
41.30% of male religious, 44.20% of female religious, 29.60% 
of male lay and 42.40% of female lay teachers indicated nego-
tiable for both. Respondents indicated that leaves of ab-
TABLE 65 
V. ITEMS FOR COLLECTIVE BARGAINING 
Item 40. Salaries for lay teachers. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. % Both % 
Male Religious 0 0 41 29.71 3 2.17 0 0 22 15.94 
Female Religious 7 5.07 43 31.15 1 .72 0 0 22 15.94 
Male Lay 2 1. 60 25 20.00 0 0 0 0 18 14.40 
Female Lay 0 0 34 27.20 2 1. 60 0 0 27 21. 60 
One-way analysis 
of variance: F .2086 
N 
l..O 
....... 
TABLE 66 
Item 41. Salaries for religious teachers. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. % Both % 
Male Religious 6 4.34 1 .72 1 .72 41 28.98 18 13.04 
Female Religious 10 7.24 0 0 5 3.62 38 27.53 20 14.49 
Male Lay 5 4.00 0 0 4 3.20 0 0 16 12.80 
Female Lay 0 0 1 .80 5 4.00 33 26.40 22 17.60 
One-way analysis 
of variance: F == .1358 
N 
\.0 
N 
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sence should be negotiable for both lay teachers and religi-
ous teachers (Table 67). 
Item 43. Teacher evaluation. Respondents were divided 
on this item, but a majority indicated a preference for nego-
tiable for both. 36.95% of male religious, 39.85% of female 
religious, 27.20% of male lay and 44.80% of female lay teach-
ers indicated negotiable for both. 7.97% of male religious 
and 10.86% of female religious teachers indicated non-nego-
tiable. Respondents indicated that teacher evaluation should 
be negotiable for both lay teachers and religious teachers 
(Table 68) . 
Item 44. Curriculum changes. Respondents strongly in-
dicated that this item should be negotiable for both. 39.13% 
of male religious, 49.27% of female religious, 28.00% of male 
lay and 44.80% of female lay teachers indicated negotiable 
for both. 8.69% of male religious teachers indicated non-
negotiable. Respondents indicated that curriculum changes 
should be negotiable for both lay teachers and religious 
teachers (Table 69). 
Item 45. Extra-curricular assignments and compensation. 
Respondents strongly indicated that this item should be nego-
tiable for both. 42.75% of male religious, 51.44% of female 
religious, 31.20% of male lay and 47.20% of female lay teach-
ers indicated negotiable for both. Respondents indicated 
that extra-curricular assignments and compensation should be 
TABLE 67 
Item 42. Leaves of absence. (Sabbaticals, personal etc.) 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. % Both % 
Male Religious 0 0 3 2.17 0 0 0 0 57 41.30 
Female Religious 6 4.34 0 0 3 2.17 1 .72 61 44.20 
Male Lay 2 1. 60 6 4.80 1 .80 0 0 37 29.60 
Female Lay 0 0 5 4.00 4 3.20 0 0 53 42.40 
One-way analysis 
of variance: F .0977 
TABLE 68 
Item 43. Teacher evaluation. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. % Both % 
Male Religious 11 7.97 1 .72 0 0 0 0 51 36.95 
Female Religious 15 10.86 0 0 5 3.62 0 0 55 39.85 
Male Lay 6 4.80 2 1. 60 4 3.20 0 0 34 27.20 
Female Lay 2 1. 60 0 0 4 3.20 0 0 56 44.80 
One-way analysis 
of variance: F = .2912 
TABLE 69 
Item 44. Curriculum changes. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. % Both % 
Male Religious 12 8.69 1 .72 0 0 0 0 54 39.13 
Female Religious 4 2.89 1 .72 0 0 0 0 68 49.27 
Male Lay 6 4.80 1 .80 1 .80 0 0 35 28.00 
Female Lay 5 4.00 0 0 1 
.80 0 0 56 44.80 
One-way analysis 
of variance: F = .1900 
negotiable for both lay teachers and religious teachers· 
(Table 70). 
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Item 46. Student discipline policies. Respondents 
strongly indicated that this item should be negotiable for 
both. 37.68% of male religious, 44.92% of female religious, 
30.40% of male lay and 42.40% of female lay teachers indi-
cated negotiable for both. 7.97% of male religious and 7.24% 
of female religious teachers indicated non-negotiable. Res-
pondents indicated that student discipline policies should 
be negotiable for both l~y teachers and religious teachers 
(Table 71). 
Item 47. Class size and teaching load. Respondents 
strongly indicated that this item should be negotiable for 
both. 39.13% of male religious, 44.92% of female religious, 
31.20% of male lay and 46.40% of female lay teachers indi-
cated negotiable for both. Respondents indicated that class 
size and teaching load should be negotiable for both lay 
teachers and religious teachers (Table 72). 
Item 48. Policy on substitution for absent teachers. 
Respondents strongly indicated that this item should be ne-
gotiable for both. 37.68% of male religious, 40.57% of fe-
male religious, 30.40% of r1ale lay and 44.80% of female lay 
teachers indicated negotiable for both. 10.14% of fereale 
religious teachers indicated non-negotiable. Respondents in-
TABLE 70 
Item 45. Extra-curricular assignments and compensation. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. l'o Both % 
Male Religious 0 0 3 2.17 0 0 0 0 59 42.75 
Female Religious 1 .72 1 .72 1 .72 0 0 71 51.44 
Male Lay 1 .80 6 4.80 0 0 0 0 39 31. 20 
Female Lay 0 0 0 0 2 1. 60 0 0 59 47.20 
One-way analysis 
of variance: F = .0866 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
One-way analysis 
of variance: F = 
TABLE 71 
Item 46. Student discipline policies. 
Non-
Neg. 
11 
10 
5 
7 
% 
7.97 
7.24 
4.00 
5.60 
.0225 
Neg-
Lay 
0 
0 
1 
0 
0 
0 
0 
No 
% Opin. 
1 
2 
.80 2 
2 
% 
.72 
1.44 
1. 60 
1. 60 
Neg-
Rel. 
0 
0 
0 
0 
% 
0 
0 
0 
0 
Neg. 
Both 
52 
62 
38 
53 
37.68 
44.92 
30.40 
42.40 
TABLE 72 
Item 47. Class size and teaching load. 
Non- Neg- No 
Neg. % Lay % Op in. % 
Male Religious 9 6.52 1 .72 0 0 
Female Religious 9 6.52 1 .72 0 0 
Male Lay 4 3.20 2 1. 60 1 .80 
Female Lay 1 .80 0 0 1 .80 
One-way analysis 
of variance: F = .1672 
Neg-
Rel. fo 
0 0 
2 1.44 
0 0 
0 0 
Neg. 
Both 
54 
62 
39 
58 
% 
39.13 
44.92 
31. 20 
46.40 
w 
0 
0 
dicated that policy for substitution for absent teachers 
should be negotiable for both religious teachers and lay 
teachers (Table 73). 
301 
Item 49. Lunch period and study assignments. Respon-
dents strongly indicated that this item should be negotiable 
for both. 28.98% of male religious, 42.02% of female religi-
ous, 28.80% of male lay and 44.00% of female lay teachers in-
dicated negotiable for both. 8.69% of female religious teach-
ers indicated non-negotiable. Respondents indicated that 
lunch period and study assignments should be negotiable for 
both lay teachers and religious teachers (Table 74). 
Item 50. Pension and retirement benefits. Respondents 
favored making this item negotiable for both, but there was 
support for having this item negotiable for lay teachers. 
34.78% of male religious, 37.68% of female religious, 25.60% 
of male lay and 41.60% of female lay teachers indicated nego-
tiable for both. 10.14% of male religious and 10.14% of male 
lay teachers indicated negotiable for lay teachers. 9.42% of 
female religious teachers indicated non-negotiable. Respon-
dents indicated that pension and retirement benefits should 
be negotiable for both lay teachers and religious teachers 
(Table 75). 
Item 51. Procedures for dismissal for teachers. Re-
spondents strongly indicated that this item should be nego-
tiable for both. 34.05% of male religious, 36.95% of female 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
One-way analysis 
of variance: F = 
TABLE 7 3 
Item 48. Policy on substitution for absent teachers. 
Non-
Neg. 
8 
14 
3 
2 
% 
5.79 
10.14 
2.40 
1. 60 
.1937 
Neg-
Lay 
1 
0 
4 
2 
% 
.72 
0 
3.20 
1. 60 
No 
Opin. 
1 
3 
1 
1 
% 
.72 
2.17 
.80 
.80 
Neg-
Rel. 
0 
0 
0 
0 
0 
0 
0 
0 
% 
Neg. 
Both 
52 
56 
38 
56 
% 
37.68 
40.57 
30.40 
44.80 
w 
0 
N 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
One-way analysis 
of variance: F 
TABLE 74 
Item 49. Lunch period and study assignments. 
Non-
Neg. 
9 
12 
7 
3 
% 
6.52 
8.69 
5.60 
2.40 
.1363 
Neg-
Lay 
0 
0 
2 
1 
0 
0 
No 
% Opin. 
0 
2 
1. 60 0 
.80 2 
% 
0 
1.44 
0 
1. 60 
Neg-
Rel. 
0 
1 
0 
0 
0 
0 
0 
% 
.72 
Neg. 
Both 
40 
58 
36 
55 
% 
28.98 
42.02 
28.80 
44.00 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
One-way analysis 
of variance: F = 
TABLE 75 
Item 50. Pension and retirement benefits. 
Non-
Neg. 
2 
13 
2 
2 
% 
1.44 
9.42 
1. 60 
1. 60 
.1779 
Neg-
Lay 
14 
7 
13 
8 
% 
10.14 
5.07 
10.40 
6.40 
No 
Opin. 
0 
2 
0 
1 
% 
0 
1.44 
0 
.80 
Neg-
Rel. 
0 
0 
0 
0 
% 
0 
0 
0 
0 
Neg. 
Both 
48 
52 
32 
52 
lo 
34.78 
37.68 
25.60 
41.60 
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religious, 29.60% of male lay and 43.20% of female lay teach-
ers indicated negotiable for both. 11.59% of female religi-
ous teachers indicated non-negotiable. Respondents indicated 
the procedures for dismissal for teachers should be negotiable 
for both lay teachers and religious teachers (Table 76) . 
Item 52. Transfers of religious teachers. Respondents 
indicated that this item should be negotiable for religious 
teache~s. 30.43% of ~ale religious, 21.73% of female religi-
ous, 13.60% of male lay and 32.00% of female lay teachers in-
dicated negotiable for religious. Smaller percentages, 15.21% 
' of female religious, 12.00% of male lay and 13.60% of female 
lay teachers indicated negotiable for both. 9.42% of female 
religious indicated non-negotiable. Respondents preferred 
that the transfer of religious teachers be negotiable for re-
ligious teachers (Table 77). 
Item 53. Grievance procedures. Respondents strongly 
indicated that this item should be negotiable for both. 
39.13% of male religious, 37.68% of female religious, 27.20% 
of male lay and 41.60% of female lay teachers indicated ne-
gotiable for both. Respondents indicated that grievance 
procedures should be negotiable for both lay teachers and 
religious teachers (Table 78). 
Item 54. Nominations for principals. Respondents 
strongly indicated that this item should be negotiable for 
both. 37.68% of male religious, 31.15% of female religious, 
TABLE 76 
Item 51. Procedures for dismissal for teachers. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. % Both % 
Male Religious 6 4.34 4 2.89 2 1.44 2 1.44 47 34.05 
Female Religious 16 11.59 2 1.44 1 .72 3 2.17 51 36.95 
Male Lay 1 .80 8 6.40 2 1. 60 1 .80 37 29.60 
Female Lay 0 0 2 1. 60 1 .80 1 .80 54 43.20 
One-way analysis 
of variance: F = .4251 
TABLE 77 
Item 52. Transfer of religious teachers. 
Non- Neg- No Neg-
Neg. % Lay % Opin. % Rel. 
Male Religious 8 5.79 0 0 0 0 42 
Female Religious 13 9.42 0 0 4 2.89 30 
Male Lay 2 1. 60 1 .80 12 9.60 17 
Female Lay 1 .80 0 0 6 4.80 40 
One-way analysis 
of variance: F = .1405 
Neg. 
% Both 
30.43 11 
21. 73 21 
13.60 15 
32.00 17 
% 
7.97 
15.21 
12.00 
13.60 
w 
0 
.......i 
TABLE 78 
Item 53. Grievance procedures. 
Non- Neg- No 
Neg. % Lay % Opin. 
Male Religious 4 2.89 2 1.44 0 
Female Religious 9 6.52 1 .72 5 
Male Lay 1 .80 7 5.60 3 
Female Lay 0 0 0 0 2 
One-way analysis 
of variance: F = .2424 
Neg-
% Rel. % 
0 3 2.17 
3.62 1 .72 
2.40 1 .80 
1. 60 3 2.40 
Neg. 
Both 
54 
52 
34 
52 
% 
39.13 
37.68 
27.20 
41.60 
w 
0 
00 
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24.00% of male lay and 35.20% of female lay teachers indi-
cated negotiable for both. 13.04% of female religious teach-
ers indicated non-negotiable. Respondents indicated that the 
nomination of principals should be negotiable for both lay 
teachers and religious teachers (Table 79). 
Item 55. Textbook selection. Respondents strongly 
indicated that this item should be negotiable for both. 
40.57% of male religious, 47.10% of female religious, 28.00% 
of male lay and 43.20% of female lay teachers indicated nego-
tiable for both. Respondents indicated that textbook selec-
tion should be negotiable for both lay teachers and religious 
teachers (Table 80). 
Item 56. Contents of faculty meetings. Respondents 
stron3ly indicated that this item should be negotiable for 
both. 39.13% of male reliEious, 44.20% of female religious, 
28.00% of male lay and 44.80% of female lay teachers indicat-
ed negotiable for both. Respondents indicated that the con-
tents of faculty meetinss should be negotiable for both lay 
teachers and religious teachers (Table 81). 
Item 57. Time allowances for professional meetings. 
Respondents strongly indicated that this item should be ne-
gotiable for both. 36.23% of male religious, 44.92% of female 
religious, 31.20% of male lay and 48.00% of female lay teach-
ers indicated negotiable for both. Respondents indicated 
that time allowances for professional meetings should be ne-
TABLE 79 
Item 54. Nomination of principals. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. % Both i~ 
Male Religious 7 5.07 1 .72 2 1.44 0 0 52 37.68 
Female Religious 18 13.04 0 0 8 5.79 0 0 43 31.15 
Male Lay 3 2.40 2 1. 60 10 8.00 1 .80 30 24.00 
Female Lay 10 8.00 0 0 6 4.80 2 1. 60 44 35.20 
One-way analysis 
of variance: F = .2973 
Male Religious 
Female Religious 
Male Lay 
Female Lay 
One-way analysis 
of variance: F = 
TABLE 80 
Item 55. Teztbook selection. 
Non-
Neg. 
6 
5 
3 
6 
% 
4.34 
3.62 
2.40 
4.80 
.0695 
Neg-
Lay 
0 
0 
6 
0 
0 
0 
No 
% Opin. 
1 
2 
4.80 1 
0 3 
% 
.72 
1.44 
.80 
2.40 
Neg-
Rel. 
0 
0 
0 
0 
0 
0 
0 
0 
% 
Neg. 
Both 
56 
65 
35 
54 
% 
40.57 
47.10 
28.00 
43.20 
TABLE 81 
Item 56. Contents of faculty meetings. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. % Rel. % Both % 
Male Religious 6 4.34 0 0 1 .72 0 0 54 39.13 
Female Religious 6 4.34 0 0 6 4.34 0 0 61 44.20 
Male Lay 2 1. 60 6 4.80 2 1. 60 0 0 35 28.00 
Female Lay 4 3.20 0 0 1 .80 0 0 56 44.80 
One-way analysis 
of variance: F = .0657 
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gotiable for both lay teachers and religious teachers (Table 
82). 
Item 58. School calendar. Respondents strongly indi-
cated that this item should be negotiable for both. 36.95% 
of male religious, 42.02% of female religious, 28.80% of male 
lay and 40.00% of female lay teachers indicated negotiable 
for both. 7.24% of male religious and 9.42% of female re-
ligious teachers indicated non-negotiable. Respondents in-
dicated that school calendar should be negotiable for both 
lay teachers and religious teachers (Table 83). 
Results of Section V, Items for Collective Bargaining, 
indicated that respondents generally agreed that the items 
presented should be negotiable for all teachers. They agreed 
that both lay teachers and religious teachers should partici-
pate in negotiations about leaves of absence, teacher evalu-
ation, curriculum changes, extra-curricular assignments, and 
compensation, student discipline policies, class size and 
teaching load, policy on substitution for absent teachers, 
lunch period and study assignments, pension and retirement 
benefits, procedures for dismissal for teachers, grievance 
procedures, nominations for principals, textbook selection, 
contents of faculty meetings, time allowances for profession-
al meetings, and school calendar. On the item of salaries 
for lay teachers, a majority of teachers favored negotiations 
by lay teachers. On the item of salaries for religious teach-
TABLE 82 
Item 57. Time allowances for professional meetings. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Opin. ,,, Rel. "'I Both ~, lo Jo I~ 
Male Religious 5 3.62 1 .72 2 1.44 0 0 50 36.23 
Female Religious 8 5.79 0 0 2 1.44 0 0 62 44.92 
Male Lay 2 1. 60 4 3.20 1 .80 0 0 39 31. 20 
Female Lav 1 .80 0 0 1 .80 0 0 60 48.00 
J 
One-way analysis 
.1146 of variance: F = 
TABLE 83 
Item 58. School calendar. 
Non- Neg- No Neg- Neg. 
Neg. % Lay % Op in. % Rel. % Both % 
Male Religious 10 7.24 1 .72 2 1.44 0 0 51 36.95 
Female Religious 13 9.42 0 0 2 1.44 0 0 58 42.02 
Male Lay 4 3.20 4 3.20 2 1. 60 0 0 36 28.80 
Female Lay 6 4.80 1 .80 2 1.60 1 .80 50 40.00 
One-way analysis 
of variance: F = .0345 
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ers, a majority of teachers indicated negotiations for ·re-
ligious teachers. These choices indicate respect for the 
positions of the group of teachers most intimately involved 
in the issue. On the item of transfers for religious teach-
ers, many teachers indicated negotiations by religious 
teachers, but some male lay and female lay teachers indi-
cated t.egotiable for both lay teachers and religious teach-
ers. In the non-negotiable column a small but persistent 
percentage of female religious teachers indicated that many 
items were non-negotiable. A mean of 7.20% of female re-
ligious teachers indicated that any item was non-negotiable. 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
Summary 
The purpose of this study was to investigate the 
attitudes of administrators, religious teachers and lay tea-
chers toward collective bargaining in the Catholic high 
schools in Illinois. Attitudes toward collective bargaining 
were obtained through responses to a questionnaire for each 
group dealing with several aspects of the collective bargain-
ing process and the effects of collective bargaining on the 
interpersonal relations among principals, religious teachers, 
and lay teachers. 
The study attempted to discover the presence or ab-
sence of collective bargaining in the ninety-two Catholic 
high schools of Illinois. Fifty-four of these schools were 
within the Archdiocese of Chicago and thirty-eight were loc-
ated in smaller towns or rural areas outside the Chicago 
metropolitan area. 
The Catholic schools which formed the sample for the 
study were listed in the Official Catholic Directory, pub-
lished by the J.P. Kenedy Co., New York, New York, 1983 edit-
ion. All principals of the Catholic high schools in Illinois 
were sent the questionnaire for principals and were asked to 
return the completed questionnaire with a list of their fac-
ulty members. From these faculty lists three religious tea-
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chers and three lay teachers were selected at random and sent 
the questionnaire for religious teachers and the question-
naire for lay teachers respectively. A stamped self-address-
ed return envelope was enclosed with each mailing. Two 
follow-up letters were sent to each subject to increase the 
number of responses. 
The questionnaire attempted to determine the attitudes 
of the subjects toward collective bargaining, as well as their 
attitudes toward the structures for collective bargaining, 
general policies related to collective bargaining, and items 
negotiable for collective bargaining. 333 usable responses 
formed the data for the study. 
Several questions were posed at the beginning of the 
study to guide the research and the analysis of the data. 
These were: 
1. What is the status of collective bargaining in Cat-
holic high schools in Illinois? 
2. Are the factors which led to the formation of coll-
ective bargaining in Catholic schools the same as those which 
led to the formation of collective bargaining in public educ-
at ion? 
3. What do principals in Catholic high schools in 
Illinois feel about teachers' organizations as they relate 
to their positions as administrators? 
4. What is the teaching of the Catholic Church with 
regard to collective bargaining? 
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5. What factors have influenced the growth of collect-
ive bargaining in Catholic high schools in the 1970's and 
1980's and what effect have these factors had? 
6. What is the place of religious teachers in a Cath-
olic school collective bargaining unit? 
7. Do lay teachers and religious teachers feel there 
is a possible conflict of interest if religious teachers 
participate in teachers' organizations? 
8. What is the appropriate response of Catholic school 
officials when Catholic school teachers request collective 
bargaining? 
9. What alternatives to collective bargaining are 
available to Catholic school officials and to Catholic school 
teachers to obtain legitimate teacher goals? 
10. How can labor relations disputes in Catholic schools 
where collective bargaining is present best be solved? 
11. What is the effect of collective bargaining on the 
familial atmosphere called "community of faith" in a Catholic 
school? 
In answer to these specific questions, the responses 
of the subjects to fifty-eight items of the questionnaire 
were analyzed. Frequency distributions and percentages were 
computed for all items. In addition, a one-way analysis of 
variance was performed on the results of each item to deter-
mine if significant differences existed among the subgroups 
of respondents. In tables sixteen through eighty-three in 
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Chapter IV, the responses of the participating adrninistrat-
ors, religious teachers and lay teachers to the fifty-eight 
items were surrnnarized. These tables included the mean scale 
value for each subgroup as well as the variance ratio for 
significant difference. 
In the review of the literature several topics per-
taining to collective bargaining in Catholic schools were 
discussed. The development of collective bargaining in Gath-
olic schools historically, as well as the process usually 
followed when teachers seek to bargain with the administrat-
ion over salary and working conditions were discussed. The 
history of papal and other official Church teaching about 
collective bargaining was discussed. The rights of workers, 
including workers in Catholic schools, was clearly establish-
ed. The growing proportion of lay teachers in Catholic sch-
ools was documented. The literature documented the growth of 
collective bargaining in Catholic schools during the 1960's 
and 1970's leading up to the Supreme Court case of 1979. From 
this time on the momentum for collective bargaining in Gath-
olic schools declined. Weak economic conditions experienced 
since the late 1970's as well as the decline in enrollment in 
Catholic schools have also had a retarding effect on the mom-
entum for Catholic school collective bargaining. 
The literature indicated that where labor disputes 
arose, the local bishop retained final authority, and in 
virtue of the court decision, would have to voluntarily rel-
inquish this authority if an impartial third party agency 
were to mediate a dispute. 
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The literature indicated that religious teachers 
strongly desire to be included in all matters which affect 
the school. It was maintained that the "connnunity of faith" 
atmosphere could be maintained at a school where collective 
bargaining was taking place if a spirit of justice and acco-
modation were present. 
The literature suggested a positive approach to the 
question of teacher goals in Catholic schools. It suggested 
that teachers and administrators work together to reach a 
fair wage and reasonable working conditions. Such cooperat-
ion must be an ongoing process not limited to the time of 
contract negotiations, and which may or may not include for-
mal collective bargaining. The literature suggested that an 
atmosphere of confidence and trust needs to be present to 
reach an equitable settlement. 
A principal goal of the survey was to discover the 
presence of collective bargaining in the Catholic high schools 
of Illinois. The results of the survey indicated that there 
were fifteen schools which had a formally recognized organ-
ization for collective bargaining. All of these bargaining 
units included membership for lay teachers and six of the fif-
teen indicated membership was held by religious teachers as 
well as lay teachers. The results of the study indicated 
that collective bargaining was more likely to occur in high 
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schools where male teachers, both lay and religious, were 
strongly represented, than at high schools where female 
teachers were more strongly represented. The results indic-
ated that lay-only organizations were more likely to occur 
than organizations which allowed membership for both lay and 
religious teachers. In those schools where collective bar-
gaining was not present at the time of the study, religious 
teachers were more likely to indicate movement in the dir-
ection of the formation of a collective bargaining organiz-
ation than were lay teachers. 
In those schools where collective bargaining was not 
present, a great majority of all categories of respondents 
indicated that collective bargaining was not likely to be 
present in the near future. This finding agreed with the 
information in the review of the literature which pointed out 
that collective bargaining is growing very slowly, if at all, 
at the present time. 
The study determined that the most important reason 
for the formation of a collective bargaining unit was the 
need for representation in decisions about salary and working 
conditions at the local level. In addition, money allocated 
for the improvement of school facilities and programs, as 
well as the success of the American Federation of Teachers, 
were also strong incentives for the formation of teachers' 
collective bargaining units. Teachers have become more profess-
ional in their own eyes, and the need for participation in 
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educational planning was also cited by the respondents as 
a reason for bargaining by the teachers. Results indicated 
that the issue of teacher representation in many areas of 
school life, especially salary and working conditions were 
prime motivators in teachers' bargaining efforts. 
The role of the principal in collective bargaining was 
considered to be an important aspect of the study. Results 
indicated that principals did not feel threatened by coll-
ective bargaining; they felt it would not diminish their auth-
ority or their prerogatives in dealing with the faculty or in 
the administration of the school. Principals sought to re-
main actively involved in the process of collective bargaining 
in so far as it was their place, and to strive for a unified 
staff by building a Christian educational community. Prin-
cipals clearly perceived that they were a group separate from 
the teaching staff and should be considered as part of the 
school administration in the matter of negotiations. 
Results of the study indicated that teachers believed 
in an active and participatory role for religious teachers 
in all aspects of collective bargaining. Both lay and rel-
igious teachers indicated that religious teachers should be 
legitimately concerned with the secular matters of the 
school and that religious teachers were free to speak out and 
become actively involved in the process and practice of 
collective bargaining, just as lay teachers are free to do 
so. Teachers did not support the participation of religious 
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teachers in such activities as picketing or demonstrations, 
but felt that religious teachers should be considered as 
teachers first, not as part of the management with regard 
to collective bargaining. Respondents felt religious tea-
chers were capable of making their own decisions with regard 
to their support of collective bargaining. Religious teach-
ers clearly indicated that they could be counted on to take 
a very active part in all school matters, including collect-
ive bargaining. 
Results of the study indicated that teachers agreed 
that collective bargaining would improve the professional 
quality of the schools, but would not damage the interper-
sonal relations among the administrators, religious teachers, 
and lay teachers. 
The study yielded information about structures for 
collective bargaining. Respondents indicated that administ-
rators should have a separate organization from that of the 
teachers in collective bargaining matters. Teachers clearly 
felt that the initiative for collective bargaining should 
come from them, and that the National Catholic Education 
Association should become involved in the process. Respond-
ents felt that lay and religious teachers should be viewed as 
equal members in the collective bargaining unit, both part-
icipating in voting rights, and in the right to become off-
icers of the unit. 
In response to a group of diverse questions about coll-
325 
ective bargaining, respondents indicated that the resolution 
of grievence disputes should be sought at the diocesan level 
and that the principal of the school should not be the local 
religious superior. Respondents indicated their preference 
for an equality of the lay teachers' salary with the relig-
ious teachers stipend and would expect the religious teachers 
to respect a picket line should the lay teachers go on strike. 
Respondents indicated that both religious and lay teachers 
should be eligible for all administrative posts in the school. 
Teachers also indicated their desire to have the freedom to 
participate in a strike without the threat of losing their 
jobs. Teachers overwhelmingly chose the arbitration of an 
impartial third party agency to settle impasse situations. 
Results of the study revealed a large degree of agree-
ment that most of the suggested items, as the subject of 
negotiations, were suitable to be negotiated by both lay 
teachers and religious teachers. Respondents agreed that all 
teachers should participate in negotiations about all items 
which affect both lay teachers and religious teachers equally; 
such as leaves of absence, teacher evaluation, curriculum 
changes, extra-curricular assignments, and other matters of 
concern to both groups. On the item of salaries for lay tea-
chers, a majority of teachers favored making this negotiable 
for lay teachers. On the item of salaries for religious tea-
chers, a majority of teachers favored making this item negot-
iable for religious teachers. These choices indicate respect 
for the feelings of the group of teachers most intimately 
involved in the issue. 
Conclusions 
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The study revealed pertinent information about coll-
ective bargaining in Catholic high schools in Illinois, as 
well as useful information on the status of collective bar-
gaining in the Catholic schools nationally. Based on the 
findings of the study the following conclusions can be drawn. 
1. The teaching of the Catholic Church is clear and 
consistent with regard to collective bargaining. In document 
after document for the last century, the Church has sided 
with workers and proclaimed their right to organize in a law-
ful and peaceful manner for the improvement of their place in 
life. The Church has recognized workers as partners with 
management in the necessary production of goods and services. 
The difficulty comes in getting local administrators to ack-
nowledge these rights and to act in accord with Church teach-
ing. 
2. In Illinois there are a limited number of bargain-
ing units in Catholic high schools. In those areas where for-· 
mal collective bargaining is taking place, it is perceived as 
a successful means of dealing with the concerns of the teach-
ers for greater participation in determining salary and work-
ing conditions. It requires that the administration be pre-
pared for negotiations with a knowledge of finances and other 
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components present in the total school equasion. 
3. In those areas where formal collective bargaining 
is not taking place, the prospect is that it will not be in-
itiated in th.e near future. The review of the literature in-
dicates that economic conditions in Illinois, as well as the 
United States as a whole, do not favor the growth of organ-
ized labor. The data of the study supports the review of the 
literature. 
4. The factors which led to the formation of collect-
ive bargainirig in Catholic schools are the same as those 
which led to the formation of collective bargaining in public 
education. Ta.ese include a greater participation in the dec-
ision-making process, especially with regard to the setting 
of salary and. the determination of working conditions. Tea-
chers, like WFOrkers in other businesses or professions, want 
an active part in setting the direction of the school. Both 
religious teachers and lay teachers are willing to become 
actively involved in collective bargaining in all matters 
which affect the school. 
5. The·-'~ success of the American Federation of Teachers 
and other .teachers' organizations during the 1960's and 1970's 
was an important source of stimulus for Catholic school tea-
chers to seek collective bargaining during those years. 
The review of the literature indicates that since the occas-
ion of the 19 79 Supreme Court decision, the momentum 
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which had been growing in Catholic school teachers' circles 
for collective bargaining has dropped off sharply. This fact, 
coupled with the poor economic conditions of the last five 
years and their effect on organized labor, has brought organ-
izing efforts among Catholic school teachers to a near stand-
still. 
6. Religious teachers have been strong to assert their 
desire to participate in all matters which affect the Cath-
olic school, including participation in the collective bar-
gaining unit as members who may vote and hold office. In 
practice, religious teachers are both included and excluded 
from membership in bargaining units. This is due to the 
circumstances present at the local site at the time when 
organizing began. Whether or not they are included in coll-
ective bargaining, religious teachers are very interested in 
what happens to the school and want to exert their propor-
tionate amount of influence. Lay and religious teachers 
generally felt there was no conflict of interest if religious 
teachers were part of the bargaining unit. They also felt 
that collective bargaining, exercised with respect for the 
rights and privileges of each party, would not damage the 
interpersonal relations among administrators, religious tea-
chers, and lay teachers. 
7. For their part, principals felt that collective 
£argaining would not abridge their prerogatives as administ-
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rators in Catholic schools, but they realized they must be 
sensitive to those areas of administration dealing with the 
teaching staff and with decisions involving the teaching staff. 
Principals who are unfamiliar with collective bargaining show 
the greatest reluctance to become involved in the process. 
It may also be concluded that the issue of collective 
bargaining involves the gaining of improvements which are 
perceived as necessary by the teaching staff. Formal coll-
ective bargaining is the most commonly recognized way to ob-
tain the goal of greater control over salary and working 
conditions in business and industry. Among public school 
teachers there is a strong impetus and precedent for formal 
bargaining. Many Catholic school teachers' efforts have been 
stymied by the Supreme Court decision. They must now rely on 
approaches which appeal to the conscience of the local and 
diocesan administrators to provide justice for teachers in 
the matters usually covered by the collective bargaining 
agreement. From a spirit of fairness, justice, and cooper-
ation, local authorities may voluntarily include the teachers 
in the decisions which affect them. Such approaches may take 
many forms, but the goals of greater participation and shared 
responsibility for the institution will be accomplished. In 
unresolved disputed, voluntary recourse to an agency such as 
the American Arbitration Association may provide the solution. 
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Recommendations 
In response to the information and data yielded 
by this stud~ some recommendations are offered which may 
advance the understanding of collective bargaining in Cath-
olic schools. 
Effort should be made to publish a comprehensive 
treatment of Catholic Church teaching with regard to coll-
ective bargaining, and collective bargaining for Catholic 
school teachers. 
Catholic school teachers should be alert to the fact 
that recognition of the bargaining unit must depend on their 
ability to exert pressure locally and follow through to the 
bargaining agreement in an effective manner. The fact that 
school authorities cannot be legally mandated to recognize 
collective bargaining in Catholic schools does not mean 
that collective bargaining must become a dead issue. 
Catholic school administrators at every level should 
realize that it is their obligation to preserve the school 
and meet the legitimate needs of their Catholic school tea-
chers at the same time. They may achieve these goals through 
a sincere and firm effort to involve all parties in the dec-
isions which shape and affect the school. By voluntarily 
sharing the burden of the school with those others interest-
ed in its future, Catholic school administrators will elim-
inate the pressure from teachers to seek formal collective 
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bargaining. By including teachers and parents in the admin-
istrative structure, teachers, parents, and administrators 
may all obtain what each desires for the future of the 
school. A stable, productive, Christ-centered school will 
be the outcome. 
The continued decline in the number of religious 
teachers present in Catholic schools nation wide has led 
to the development of modes of operation at local schools 
which reflect the changing times. Catholic school people 
must recognize this religious teacher attrition for what 
it is- a continuing phenomenon. Catholic schools in which 
only a handful of religious teachers are present are bec-
oming much more coDmlon. Some religious conrrnunities have 
accepted the model that a "religious presence" is their goal, 
meaning that some religious teachers work in the school in 
visible capacities. Others have accepted the model of 
"staffing" a particular school, meaning the religious tea-
chers occupy key positions on the administration or staff 
as a visible sign of the religious orientation of the school. 
Many fine Catholic schools exist without the presence of rel-
igious teachers or clergy on a regular basis. 
Local and diocesan personnel policies and grievance 
procedures need to be formulated fairly, put in writing, and 
administered fairly. When teachers and staff members per-
ceive that the administration is firm but fair, the number 
of problems in the administration of the school declines. 
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The fact must be faced that these are bad times 
for organized labor movements of all types in the United 
States. Those seeking recognition and greater participation 
in the administration of the institution must balance their 
desires with knowledge that jobs are not plentiful, which 
gives the management greater leverage in matters of salary 
and working conditions. 
For the future, the National Catholic Education 
Association will publish further results of a study of 
Catholic high schools in the Fall of 1984. This study will 
include data on collective bargaining nation wide. The 
progress or lack of progress in this field should be monit-
ored in the next twenty-five years. 
Reconrrnendations for Further Study 
1. Research should be done into the continuing decline 
in the number of professional religious who will be present 
in Catholic schools in the future, This will allow for more 
effective planning. 
2. Research should be done into the nature of the key 
elements of Catholic schools, so that schools which are oper-
ated solely by lay persons may continue their Catholic mission. 
3. Research should focus on identifying those means of 
obtaining legitimate teacher goals without the use of formal 
collective bargaining. In this way the needs of teachers may 
be addressed even though collective bargaining may not be 
available to them. 
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Dt:a1 Principal: 
Will you take just a kw minutes from your many rc''.ponsihiliti,'s to help both uf us learn more 
about Catholic high o.choob in Jll11wis" As the former Pri1h·ip<tl of St. Edward High S,·hool, Elgin. 
Illinois. I am trying to complete a doctoral program in Ad111inistration. and I need vour help. 
As a principal of one of the ninety-ti\ o Catlrnlic hi£h sch ooh in Illinois you are being asked to 
participate in this project. It is part of a study ap~'ro' ed by Loyob Universit) of Chicago to inves-
tigate the status of collective bargaining in Catholic high schools in Illinois. 
In order to obtain a complete picture of collectiYe bargaining in the Catholic high schools in 
Illinois. it is important that all CJtholic schools parti,·ipate. Will you please complete this question-
naire and rdurn it to me in the attached stamped. self-addressed envelope. 
Ma} I Gsk another fa, or" Would you please send me· " li>t ol the names of the teaching staff at 
your school with your sun·cy. This list will be used tel select two Religious Teachas and two Lay 
Teachers at random. They will be sent a sun ey similar to the one you haw and will be asked to 
return it by mail. Home addresses an' not necessary. ,inc'c' tlic· <,un ey will be sent to them at school. 
I realize this is ;in imposition. but it j-; an essential part of the r:1ndorni1ation procedure necessary 
to this project. The ,elected teac'l1ers "ill be assured that tllt'ir prin,'ipal dues not know who was 
asked to panicipa!c. 
All responses will remain anonymo11s :111d nu indi\ idu;t! ur s,·hool will be named in any report 
of the research. If you han' :rn' questiu11' c'OJll'c'rning this project. please call me at ( 312) 925-6600. 
Thank you \Cry much for your cooperation. 
Re\. Ric·hard .1. :\1cGrath. OSA 
6310 S. Claremont Aw. 
Chic·ago, Illinois 60()36 
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A qUESTIUNNAIHE FUH l'J\IN( 'IPALS IN ( 'ATHOLJL' HH~H SCHOOLS 
< )N CUI ,LE< 'TJVE HAHA< ;AJNIN<; . 
I. (;[l\fR.\L INJ()l~\!.\TIO.\. h l.lcli \l'cil"" 1·k.1.,·; 
tion \\lii~·li m~)~t 1 .. 'l1..h1..-'h dc.,1.:11h,·s \1:t11 ~itt1:1ti1H1 
..\(J . ..jlJ 
3. Ht)\\ m:1n) )l·.tr'.'- !1J\1.: )l)tt h;,.'t'l1~1dn1111i~irall)r1d thi:--. ~..._·lh.J»l'.i -------------------~ 
..+. Ho\\ il1J!l) Y''""·ar:-. o( lL·a ... ·;1i11t! l'Apcrit.:l1LL"? ------------·----------·----
a. l\o lkµr~L'----- cl. ~LJ,t-:r\ De·gr·c"t' ____ _ 
b. B:i,·c·alaure~1k Dc·gree _ -· __ t'. ~L"te-r\ Dcg1Te' pith ___ _ 
c. Bc1cc~1Lwre:itc Dcgrc'e' plus ___ _ f. Dodor's Dc•µrcc __ _ 
6. Do )OU think -,t:ite· aid to Catholic' sc·honl> will alk1iak the financial crises 0 Yes ___ No __ _ 
For the· purpo'c of this study. colkdi1 c bargaining is define·d as a method oi" determining conditions 
of employment by means of nc~otiations bc·twe,·n rcprcs,·ntatives of the employer and rq1rescntatives of 
the emplo) ce. The re-,ulb of the b:irt'aining arc set forth in an agrecmt'nt. The orf!anization which repre-
sents the cnwlu:, ee> may be a 1•n1fcssio:1"i a:;sociation. a tead1ers· llnion. or a faculty SL'nate or .:ouncil. 
II. l. Please' chec·k filf one st:itement which applies to \·Ollf currC'nt sc·hnol · 
a. There is :i RECOG\'IZED TEACHERS' OR(;A\'IZA TIO.'\ for collective bargaining for J:iy lt'achers 
only --·-- for ffligiom tca,·Jic·r:, on!I· --·--for hoth L1y h'acllcrs and reliµious teachers __ _ 
b. Tlme is J \10\T\ll=NT I;\ THE DIRFCTJOl\1 OF A HACHFRS' ORC;A\'IZATIO;\ for collective 
h;1rg;1i11ing fc1r la, lc'ac·l1cr~- only---~·-· for rc·iigious !t';:c·h,,rs only _____ for both lay and religious 
tca,hc" _____ . 
c. Th,·re HA:-, \UT BET'\ A'\ ORCA'\ll.ED A'\D REPR!:SF\Tr\Tl\'I: El-TOr\T u· the pan of the 
lay tcadlCfS and Of re]it'iOUS h•ae·her> 10 organi1c· for thl' )1llfJ10Sl' Of Cc,IJe·ctilt' ],argaining ___ . 
If thne· is a kachcrs· orga•1izat1un rn > PUI ,cho\\l. "" hi,·!J c>f the fo!l!ll\ ii-.;• dc·sc-riptions \\'Ollld best fit 
the organization. (Check c111t'l 
___ ;1. This is an or~ani1:ition whic·h. while '1rut,'glin:,: to improve the conc!:tions of employment for 
its 111embers. distinguishes hctw,'e'n th,· school S) stem 111 its ability tu pay for teachers' ser-
1ict'> and ih Lll1\\"illi11µ11t·ss tu )lJY for >11sh senic·,·s. \\"h,·n the reason is u1:willingness. this or-
[!:lllizatic-in Se'CS the nec'd tu 11cgoti:1ll' for i1~1proH·d ccindition,_ 
b. This is :in organi1atio11 \I !rich strug~lcs tc> allc•1'· the tcachL'r to sell his St'n ie·e> at a maximum 
r:ltt' to a schuol systtm which is trying tn bll\ those senin·s at :is low a cost as possible. 
c. Th's is an organi1ation which is not ;is an\ious about establishing the· prerogatives of either 
the teachers or the school S) Stl'lll l>ut on cstahlishini! tht' lt'rms on which the teachers can 
most cffectil'ely render senicc. It is. therefore. willing to est;1blish. modify or eliminate 
teacher prerog:itivcs on the basis of getting the job done most effccti,eJy. at times. it may 
sacrifice short-ranµe objedin·s in the interest of attainin)C !011g-r;1nge objectives that are 
nwtually a~recd on by both the sclwul snkm and the teachers. 
REMARKS OR C0\1ME:\TS: 
348 
11 Y () ll 11-\\' I A Tl,\( i II I< s· l !J l I I < I I\ I B \I{< , ·\I\ I\ (, c > i{C ,.\ \ 11 ·\ 11 l>'\ I'\ Y Ol k SC 1100 L. 
J>LL\SI COMl'l!TI SFCTIO\ Ill, II Tllllff IS \Cl SllCll OkCA'\IZATIO\. 
PUASI r;o ()'\ H> SFCTIO\S I\'. Ai\JJ \' 
Ill. t1·alllC1!c' tit,· follow1nr :ts the·~ :ippc·;,1 I<> \'<>1t '"It.ti,· Ji,·,·11 iltc· tht•:tl l:1cl<'r' tll lltc' lortnalion ofthl· te11cher,: 
org.mi1al10tl. (l./s,· rite· sc:d,· l mo-,1 impurt:tJ'1 ~ iiiJJldrfettJ!. 3 t,·J..ti1,·I::. uni:np"rl:ttll:-! not appl1cabk). 
Lay tc·a,·iicTS did not l1.11l' r1·1>r1·s,·nL1ti11J1 ;it tli1· 11>-:il lc·1cl :111d Wefl' tk]'L'lld,·nt for improve-
ment> in sciJ:in,·s :111d 1101ki11g '""1d1tiu1" nn tile u11iL1kr:tl .1Lttoll of the dic1c,·sc1n authorities or 
:idministr:itors in local sd:oob. 
" Lay teachers rl'U>gniLL'd th,· Slic'L'c" ell' tli,· A111cric Clll f cdcrJ li\111 ui' T,·ac·h,-rs in sec·unng imprm cd 
sabries and working conditions in the public s·c·hools. this C:ll1>ed them to seek ,·olkctive action 
to secure similar imprm cmcnh in the Catl1olic· '>l h11oh. 
3. Liy tea,·hers have always he,·n r,·~Mdnl cinl, :ts au\iliaric-s b::, religious t,·achcrs in the Catholic 
school system. 
4. Lay teachers who h:iv,· t'ntcn:d the Catholic "·lrnol syskm in recent years have been better 
trained and are more professional as tlac·hers. Their need to establish their status as profession-
als has led them to organize. 
5. Catholic high schools h:1ve be,·orne so complex in recc'nt years that without collective action the 
lay teachers would have no real sense of participation in eclucational planning. 
6. The Catholic high school v1 as not offering large enough salari~s or fringe benefits to attract 
enough good teachers to apply to th,· syskm. 
7. The lay teachers felt that if the Catholic high <.chool h:nl so nHtc·h money to spend for new proj-
ects including new sclrnol ldc·ilitit's. the lc':ichcrs 1v·,·re c:ititkcl to recei1c irnprov·ed salary and 
fringe benefits. 
REMARKS OR COMME'\TTS: 
WHETHER OR \OT YOlJ HA \'EA TF ACHERs· COLLECT!\'!: BARCAl'.\ING ORCA'\IZATJON 
AT YOlJR SCHOOL PLEASE CO:-.!PLETE SECTJO'.\S I\ A'\TD \'. 
IV. Do you think that the activities of the teachers through colkctive bargaining will affect the following 0 
(Use the scale: ] -~agree strongly: 2-agree: .3-disagrec: 4-lfoagrec strong]': 5-not applicable.) 
8. The religious staff will need a similar organiz:11ion to balance the growing strength of the lay 
teachers. 
9. The principal will find it difficult to lkal with the Jay and religious staffs in the school as a 
unified faculty. 
10. The principal will be by-passed in duc:ttional planning. 
11. The religious staff will demand the same impr01e111ents 111 working c·unditions that are being 
granted to the lay teachers. 
11. The principal will participate in the determi11ati0n of the m·v1 working conditions being granted 
to the lay teachers. 
13. The religious staff should be allowed to join the teachers· organizations. 
14. The principal will become lc-;s an authority fi~urt· and more a professional colleague of the 
teachers. 
J 5. The Jay teachers will become more professional as teachers. 
16. The quality of instruction in the school will bec0me more excellent. 
17. The principal will be regarded by the Jay teachers as part of the administrative team. 
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IS. Tli1· Li) lt'ac·lins 11·iJI hv1·\l111c n101c· 1kpc·11ckn1 on till s11pcTintc·11ck11t and k" dqwnd1·nt l\11 tlic· 
pri11c q1:Ji. 
l q Su11l·n t~i(\n {lr in~tr11,:t11)J~ "ill 1l·111~1111 ,1 11i:ql)J !u11l·t1t)n P1tl11.:1 1 1in'--·ip.il. 
20. Stij'cT\i,itlil "' 111,1111. ti"!: I\ iii h,·,·01111· 1l1c· !11111·tic•11 "I :1 prok\\ion:il 11tl1c'l ti1.111 the princ·ipal. 
~ ! 1111· pri1ic-ip:1b n1·c·cl :111 ori-'.:11111:1tio11 to 1c·p1c·,c·111 thc·n 1i1·11, Tu thv Li111,·c"lll :n1tlt1>1itic'.' on cdu-
c:Jtiun:il 1kcisi1i11-111:1hit1).'. 
Tlw principals slJc1uld hcco•11c· lllt'!Jti'c'l" l'f tllt' 1t':1•:l1cT,· nr~:111i1:1Tio11' in the· C:1t]](l]ic hil,'h schuul. 
:23. ThL' supcrinh'ndcnt should l'l)n~ult \\ltll thL' prinl'ip:1b l'L'fPrl' bargaining with the tea1.:hcrs. 
where this applic,. 
24. The Teachers sl1011ld consult 11 ith the· prin.ipals belorc bari-'..iinin).' 11ith till' diocese where this 
applks. 
RH!ARKS OR cm!M[NTS 
V. ~5. Collective action by teachers in other school systrn1s have resulted in strikes and "school holidays'. As 
the principal. what do) ou anticipate' our role would be if such ewntuality affcclt'd your school'' 
:2(i. How do you anticipJte your relib!iou> qaff would rcac·t'' 
27 Ho\v do you anticipate your ;;tudent body would r.:~1ct? 
2S. If your school hJs alreJdy dew loped i!lliddines for such e' entuality please append a copy to this 
questionnaire. 
Please include your foctllty list with this survey. 
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A QUESTIONNAIRE FOR RELIGIOUS TEACHERS 351 
IN CATHOLIC HIGH SCHOOLS ON COLLECTIVE BARGAINING 
Dear Rdigious Te;1cher: 
Those of us dedicated to Catholic educ·ation in Catholic high schools are intereskd in learning mon: about 
the unique contribution we· make to the tcac·hing mi,sion of the Church. With your help we c·an learn about the 
status of collective bargaining in Catholic· high schools in Illinois in 1984, ancl the attitudes of teachers like 
yourself toward it. This study was approved by Loyola UniYersity of Chicago. The sample includes Principals, 
Religious Teachers, and Lay Teacher:, from e\'ery Catholic high school in Illinois. 
You were selected at random from a list of all the members of the teaching staff of your school. Your 
principal does not know you were selected. 
Will you please complete this survc-y and return it to me in the stamped, self-addressed envelope attached. All 
responses will remain anonymous and no individual or school will be named in any report of the research. Re-
sponses should be made with your school or school system in mind. Thank you very much for your cooperation. 
Father Richard McGrath 
I. GENERAL INFORMATION: In each section please place a check ( v') in the space following the descrip-
tion which most closely describes your situation. 
1. Sex: Male ___ Female __ _ 
2.. Age (last birthday): 
29 or under __ 30-39 __ 40-49 __ 50-59 __ 60 or over __ 
3. Type of school: Community-owned ___ Archdiocesan ___ Parish __ _ 
4. Years of teaching experience: ____ _ 
5. Highest level of education which you have attained: 
a. No degree __ _ d. Master's Degree __ _ 
b. Baccalaureate Degree __ _ e. Master\ Degree plus __ _ 
c. Baccalaureate Degree plus __ _ f. Doccor's Degree __ _ 
6. Do you think state aid to Catholic schools will alleviate the financial crisis? 
Yes___ No ___ _ 
7. How many years have you been teaching full-time in this school9 _____ _ 
8. Do you hold state certification in one or more fields of preparation? Yes ___ No __ _ 
9. Was a contract signed between you and your principal. or another school administrator? 
Yes___ J\o __ _ 
I 0. How many of your teaching assignments are in your major field 0 
Less than one half___ One half___ More than one half __ _ 
11. In your opinion, what is the level of prestige that lay teachers have in your school" 
High___ Medium___ Low___ Not certain __ _ 
12. Please check the one statement which applies to your current school: 
a. There is a RECOGNIZED TEACHERS' ORGANIZATION for collective bargaining for lay teachers 
only ___ for religious teachers only ___ for both ]Jy teachers and religious teachers ___ . 
b. There is a MOVEMENT IN THE DIRECTION OF A TEACHERS' ORGA!'/IZATION for collective 
bargaining for lay teachers only ___ for religious teachers only ___ for both lay and religious 
teachers ___ . 
c. There HAS NOT BEEN AN ORGANIZED AND REPRESENTATIVE EFFORT on the part of the 
lay teachers and/or religious teachers to organize for the purpose of collective bargaining ___ . 
COLLECTIVE BARGAINING IN CATHOLIC HIGH SCHOOLS 352 
For the rurp<»c' of thi> slttd). cc.JkctivL' bargaining is defillt'd a;, a method or determining conditions of 
employment by lllL'ans or nL·gotiations betwel'n reprl'scnt:1tives of tht' employer and representatives of the em-
ployee. The r6tllts of thL' barg2i!1inf.' :trc set forth in :lll agreel11L'nt. The organization which repn~sents the em-
ployees may b,· a prnfrssional association. a teac·hers' union, or a faculty senate or council. 
DIRECTIONS: With rcfrrcnc.: to your present attitude on this subject, please note your degree of agreement 
or disagreement with tht' statement by checking the space according to the codt:'. 
THE FIVE RESPONSES POSSIBLE FOR EACH STATEMENT ARE: 
SA-Strongly Agree: A-Agree: N-No Opinion: D-Disagree: SD-Strongly Disagree 
II. GENERAL ATTITUDES TOWARD COLLECTIVE BARGAINING 
A. Role of Religious Teachers 
I. A person who enters the religious life should not engage in collective 
bargaining. 
2. Religious teachers should be more occupied with spiritual matters in the 
schools, leaving to the lay teachers to take care of secular matters. 
3. It wouid be possible for a religious to use the money of the religious 
community for membership dues in a teachers' union and not be acting 
contrary to the religious profession of poverty. 
4. Religious teachers should devote their full time and effort to those works 
which are sponsored by the religious superior and not get involved in 
such matters as collective bargaining. 
5. - In important matters. such as those which come up in collective bargain-
ing, a religious teacher should speak out and write even when he is in 
conflict with the will of his authorized superior. 
6. In important matters, such as those which come up in collective bargain-
ing, a religious teacher should demonstrate or picket even when this con-
flicts with the will of this authorized superior. 
7. Religious teachers should be considered as part of the management of 
the Catholic secondary school by reason of their status in the Catholic 
Church. 
8. A religious teacher should be considered primarily as a teacher rather 
than as a mem her of a religious community in such matters as collective 
bargaining. 
SA A N D SD 
1DDDDD 
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9. The authorized religious superior should make the decisions for the reli-
9
0 D D D D 
gious teachers in the school and thereby resolve such matters as those 
normally involved in collective bargaining. 
The individual religious teacher today should be authorized to manage D D D D D 
his personal finances in such matters as dues for collective bargaining. 10 
10. 
B. Outcomes 
11. The growth of collective bargaining will improve the professional quality I ID D D D D 
of the schools. 
12. The growth of collective bargaining will increase divisions between lay PD D D D D 
teachers and the administrators of these schools. -13. The growth of collective bargaining will increase divisions between reli- DD DD D 
gious teachers and the administrators of these schools. 13 
14. The growth of collective bargaining will increase divisions between the 140 DD DD religious and lay tead1t:'rs in these schools. 15. Where religious and by teachers would have equal voting rights in collec- DD DD D 
t1ve bargaining, the religious teachers will usually vote as a bloc. 15 
III. STRUCTURES FOR COLLECTIVE BARGAINING 
16. For collective bargaining. the principals and the assistant principals in the D D D D D 
schools should have their own organization rather than hold membership 16 
in the teachen,' organization. 
THE FIVE RESPONSES POSSIBLE FOR EAC'H STATEl\IENT ARE: 353 
SA-Stron).'ly Agrt>e: A-Agree·: N-No Opinion: D-Disagrec: SD-Strongly Di"tJ.'rc•e 
SA A 
17. 
18. 
19. 
N D SD 
The Superintendents and Principals should take the initiatiH' in Or).'aniz- 1 0 0 0 o· 0 
ing for colkctive bar).'aining in these schools. 7 
The National Catholic· Educational Association should !llO\ L' into the field . n 0 n D D 
of c·ollectiw bargainin).' and become actively engaged in the b:1r).'aining lbLJ LJ 
process. 
Both religious and. by teachers should be eligible for full mt>mbership in 190 o o o o the sarne orga111zat1on for collect1vc bargammg. 
20. Both religious and lay teachers should be eligible for full membership in 0 0 0 n 0 
the san1e organization for collective bargaining but rt'li).'ious teachers on 20 LJ 
a non-voting basis. 
21. Only .lay teachers should be eligi.ble for full membership in a teachers' 71 0 o o o o 
orga111zat10n for collec!Jve bargammg. -22. Religious teachers should have their own organization, separate from 210 o o o o that of lay teachers, for collective bargaining. ~ 
23. A professional associat.ion would be more desirable than a teachers' union 230 o o o o for purposes of collective bargammg. 
24. A faculty senate, similar to the senate frequently found on the college or o o o o o 
university level, would be a more appropriate organization for collective 24 
bargaining than the professional association. 
25. A faculty senate, similar to the senate frequently found on the college 0 o o o o 
or university level would be a more appropriate organization for collec- 25 
tive bargaining. 
IV. GENERAL POLICIES RELATED TO COLLECTIVE BARGAINING 
26. 
27. 
The Catholic Bishops of the United States should establish a national ,., o o o o o 
policy for all Catholic secondary schools regarding collective bargaining. ~6 
Procedure for handling the grievances of lay teachers should be establish- ,.,70 o o o o ed at the diocesan level. -
28. The authorized religious superior of a community which teaches in a o o Do o 
particular secondary school should not at the same time be principal of :28 
that school. 29. A .lay t:eacher ~:1ould be eligible for all administrative positions in a Ca th- 790 n 0 0 0 
ohc secondary school. - L__J 
30. 
31. 
In order. to hold full membership in a teachers' organization for collec- o o o o o 
tive bargaining, a religious teacher should seek the pem1ission of his 30 
authorized superior. 
Authorized superiors should assign religious teachers to fill the class- 310 o o o o rooms of striking lay teachers. 
32. All teacher contracts in Catholic secondary schools should include a 320 O O O O 
"no-strike" clause. 
33. The penalty for participation of a lay teacher in a strike should be dis- 310 o o o o missal from the school. - -
34. The penalty for participation by a religious teacher in a strike should be 340 o o o o a transfer from the school. 
35. Contracts with individual religious teachers should replace contracts be- 3~0 o o o o tween the diocese or parish and the religious congregation. - -
36. Stipends for religious faculty members should be scaled on the same o o o o o 
basis as salaries for lay teachers. (A percentagl" of such a stipend would 36 
37. 
38. 
be contributed to the school.) 
In a de-adlo.ck in collective bargaining. the bishop of the diocese should 170 0 0 0 nu 
resolve the impasse. -
In a deadlock in ~ollective bargaining, thl' school board of the diocese 380 O O 0 0 
should resolve the impasse. 
39. In a de- adlock in collective bargaining, a mediator should be sought who o o o o o 
would be mutually acceptable. to the teaching personnl"I and to the school 39 
authori ties. 
V. ITEMS FOR COLLECTIVE BARGAINING 354 
Nnk by a check,; in the appropriate box whether, in your opinion, each of the following itt>ms should be 
non-negotiable, negotiable on the part of Jay teachers only, negotiable on the part of religious teachers 
only, or negotiable on the part of both religious and lay teachers together. 
40. Salaries for lay te:ichers. 
41. Sabries for religious teachers. 
42. Leaves of :ibsence. (Sabbaticals, personal etc.) 
43. T~achcr eve1luation. 
44. C11rriculum changes. 
45. Extra-curricular assignments and compensation. 
46. Student discipline policies. 
4 7. Class size and teaching load. 
48. Policy on substitution for absent teachers. 
49. Lunch period and study assignments. 
50. Pension and retirement benefits. 
51. Procedures for dismissal for teachers. 
5 2. T ransfor of religious teachers. 
53. Grievance procedures. 
54. Nomination of principals. 
55. Textbook selection. 
56. Contents of faculty meetings. 
5 7. Time allow:rnces for professional meetings. 
58. School calendar. 
Negotiable 
Non- for Lay No 
Negotiable Negotiable 
for for 
Negotiable Teachers Opinion Religious Both 
.. 
I ~ 
~-
L I 
~+ 
I 
__L_ ___ ~ 
APPENDIX C 
A </lil'.STI< 11\r\AJHE l·<>H LAY TLA< 'llEHS 
JN <'XIII< 1!.I< · 1111; II sc 'Ill JOLS <JN <'I >LLL( "f'I \'E H.\ IU ;,\ 11\ Lf\Jl; 
)'{1[! Wl'!L· ~·,'k~·h_,,i ,if J,1Ji1i.111, 
pnncip;_i] J•)l''> n<>I h11tH\' :- l'il \':1.·r, 
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Wil! you pk·c1...,l· l·c<rnpk!L' th!'- -.tlr\v> ,1;1'.! !L'lt1~·11 11 ln n.~· 11, 1!1·. -L1 1111"·l! ...,,-)(-:1,ldr-1·'"''--',i 1_·:1Y:...'lope :itt.1<..:]lL'd All 
resronses \\ill rl'll1Jlll :rnun:- llhlL!'.-i .ind ]1\) ;:i..l!\ JdLL:l <ll ~ ... !wol \\ill !''~ Jj,(111.'d Ill ,i!l'., Ic!'Ort (if 1hl' l c::.t'.iJ..:h. Re~ 
~ron~·:~ ~hould b,· 111:1dt· \\ith )Our ~<l1(11il \\! -,....:h1)(1: -.:,-.:,n 1 r:1i1id ·111,.:,L ;,,q. \,'~-~ 1n,h:h ft•f'.1llllft"HlJ1t'r;:.i1i1._>n. 
I. GENERAL INFORMATION: In <'J,·11 '0•.tl<1ll rkJ,, 1».1' ... J l'IJ<ci-. Iv I j;i the 'J'C!Ce lolluwing the Jescrip-
tion whid1 rnnst dch1:l~ (kS1..Tih:s ~ llLtr '-illlJti1!Jl. 
1. Status: Smgk ___ f\Lrrinl __ _ 
2. Sex Mak _____ Fcnde -~-
3. Agl'llJ.:;tbirthJay): ~901undlr ______ 30 3(' __ 40-4Q ~0-59 __ _ 60·Jro\·cr __ _ 
4. Type of school: C'm1nw:11t:--.~v.n-.·d _____ A1cLd1l' .... '--':",!!1 _______ l\in~)l __ 
5. Years of tead1in'.; l'\l''t'rtt'nl·,· __ ·--
6. Hif!ht'St level of 1:."dth..'ation \'> ii11.. l1 ~ tlll ha\ v :.itL111h:d · 
J. >:o lkgrt'I:.'_____ \Lsit'r·:-, D,'t-'.Ju .. ~--
b. 8'.iL"LJlJurcat·~· D'-·gr:..'t' _ t'. .\1a:-.t1:.-r":-. Dc~rci:.' pill::- _____ _ 
c. Ba..::cab.ureat::.· Dell-rt't' 1~hb_____ f. Dl1 l lor\ Dq!lt'l' ___ _ 
Do you think ".!3!t' JiJ to ( atholi...· :-.l·~·1,1u!" \\·ill a]lc'. 1Jk the lrn,rnLw! ,:ri:--1'\·: Y t'~ ~·-·-- \<• ___ _ 
8 How m:.in\ \"ear:-, 113\ c \"Ol1 h-.·cn tea._·lliP!.:': full-t1m-c in thi~ Sl'honl':' .----------
9. Wh8.t led ;,.o·u to seek ...1- tcal'hinµ po:-.itioi~ in .1 Ca11H1li...: sel·o:hl:JT"~. <,,:h~ )01"1 (PkJSt' sclt:(t rc;_i:-,.;:Jni:; whii.:h 
pert~in to yud a.nd 1~umb;..1 tll-:m in ilh' tinier nf irnp1 1r!Jtlt't·. 1 ::'. ::. dt·) 
a T11l' b_\ lt'J~:i1;..·r l" .1l··-·d1..d tn h;:ir fill p.1:-;1ti,i:h !',1nn~1I:. 'ILtlkd b_\ r,:iigi1 1ti..., 
i ..... I pr~L'I t\1 \\(ir!-. :P ;! ..,_ i,11·'l '-·111rnnitt'-'d tn _, (,Jlill'li·- i-'!1;J,1'-.11r·!r_\ c-1 :._',Ll1..'cltion. 
c Tl:l'f,_· a1~ frv.n d1:-.·_1r!n1,n~ r'r11t~k111\ :1: ~1 Cai!i(llic "-·'-'·~·n1;d~tr:\ <~.n,l1 
J Th'-'r'-' ,w_· :,'»\ c.r :1:;·1,n~d' rn.11.il' ,:\;-, tt';h'!J:.. r, 11-: ( ,J~l1. ,)1~ Sl'l t'lHLn~ -.:l!·,)o;s t!':.1:. j,-1 1111bli1.. s1..·ho0l'-
l'. Th-:·r1..· JS JT.1\;rv t"JT,Ht~JJ'iil~ Jnr ,nlialiLt'!L.:111 1,, .!dn.;111 .... :::1:1\\.· J11d "liJ"'l''.\J:-,, 1;-) po'-it101h 
th:Jn 11; tl1c puhli1.. sL·Ji,)Pb. 
1hell' \'.._JI., (_j J'i!'.]!]('!"1 <J\:11!.~h;;__._ '.l\}! ,1\,l~J:ib:l- ~n ru\·,]1,· ,,_-)11-1(1]', Jl t]1,- :nih'. 
t!· I JiJ not ffit.':...t tilt' rt'1Jl!llt'lli1:.-r,t" f11r J tl'<J1..li11i_\.'. J''-'"iti\ 1 :1 :!1 :j pt!l-.Jil 5:,ill)(J]. 
___ h. \1y child \\.i~ t'llHilkd l\i th..:: ''-·\]1)•'1. 
i Orha u1lewsc S!:lll' J -- ---· ---------~--·--------.------ -----··-··--- -·-----·--
10. Do yuu hold a 5L!tl' '-·.~~rtifi1 Jtinn in n1i..._' llJ rnn;-l' f11..'l1_h nf ~..,rL'J;L11;1tion'1 Yl'~ --~ -·-- "\"n 
11 \Vas ::i ce:ltrn.d Sif!Jltd ["Id" L·L'i1 :, ot1 .rnd > t•ur f'fllh:ip~J! 1~·r <JPllthL·! -.1.. l10.1l <1dniini....rr.1tnr'? 
Ye,_____ '\cc~~-
I~. H(1\\ n:'...!n) cir yow L·~11.:!1i11::.'. .i-;s1~nnH_'1:t' .ill 'n,1r ni.1J\'r f1L']'-1' 1 
Les" th;11~ (_)JW h:1lt ---·-- On,, l1,ilf ________ _ 
13. Is 1t nt'-·essJ.r~ t\n) nu to hild anotlit·1 j1)l1 durin); tilt' s1:h0Pl) t':!r tn '-.UJ'pkment your illL'Ollle'1 
Yes____ \;ci ____ _ 
14. In ) our opirnon. \'. !JJt 1:-. the !c·\ t'l of prl':-ti~;,.' that ]J) tt'dl lh:'i".:' li:i\ c· in your :--'-·houl'~ 
lli!!h ____ \1i:.'diu1!1 ____ Lo\\ ~\pt l'l'l"Llln __ _ 
15. Do you intend to rem3in in f'atlwli1..· l·dtk.ition? Y .... ':--
\\'hy nr \\ hy 1111t? 
16. 1f your answer to question 15 is ~O. dn _\ ou in1cnJ to rcm~1in Jn till' ti;::H.:hing profession"! 
Yes___ '\u ··-·~·-
17. Pk;_isc che1..·k the one statement \i.. hi.._·h ~ipplic~. to your currt'nl -.~·hn01: 
a. There is a RrCOGNIZED TEACHERS. ORC;A'llZAT!Ol\ tor collec·ti1c bc1rpinin~ fur lay teachers 
only---~ for rt'lii!iou~ h-acht·r~ onl~· ____ for hutll iay tt'~l1..'ht·r-:. anJ re11_µ-1CH1~ te~id1f'rs ___ . 
b. There is a MO\'fMl::l\T IN 1 Ill DIRHTION OF A TI ACfffRS' ORGANIZATION for collectiw 
barg-:..irning for lay teacher:-- only ___ for n·ligiou'.- IL'Jl'h~·r:-- only ___ for both lay <rnd religious 
teachers ___ . 
c. There HAS l\OT BU l\ AN ORGAl\JZlD AND RLPRLSFNTATl\'L HFORT on the part of tk 
lay teacher~ and/or rclig1ou\ 1l';1lhcrs to or~;rnii'c fin the piirpo ... c of l'Ol!cdi\t' baf.!..''-linin~ ___ . 
I t11 t!1, ;•t!l!'•I·,, 111 ti11-, •,tlJll\ , 1[l .. ·,·t1\1..· l'.i1~·,1i:1l11~· 1·,, ,1~·11:i, (! ,1', ,t 1~1,'ll1ti\l 1i1 ll,·11..·1r11i11111~ L·\iJJllitil)JJ·) (11· 
L·1np!u:- t11,·111 !'\ 1111 .111" 1 11 1 t\1 :lhlli'· 11 , :\\ ,·, )\ 11.T1,·-.. .. ·11t.l!1\,·-, 1il :11'-- ·j:q'l· •\ ,·1 ,111d 1~·11j~ "l'i\t.111\.,'.., (lr t!ii.: 1..'rn-
1)1111: •'t' crl11' l~'-..1~11' (11 1J1,' f\ 1\'.''.· 1!olli•' --··! !1\l ti· '.·~·-'•l! \'~!·.· ''!~' :: ll·'~~ \'. \i·1. \~ 1--1~1~ ',,'Ji!\ t!1,· '111-
1) l ~) > l' L'\ 1 l l .J > i 1 ,· '! I': ' \) ' '.., j I l; I, I; ,! 'i -..{ t •• 1.11 : I l ~ ' . J I 1..'' 1, · 11 '' ! \. ! i 1 i I.' I I. I • i '! 1 '! · .. l l i I > ..,, . ! 1. l i \.' l) ! t I) l I! I\.. 1 I. 
THI Fl\T RI SPO\SI S POSSIBLI I C>R L :\Cl! SL\ TE \II. \l .\RF. 
SA-Strnn'.'IY A~r,_,,. :\ - ,\~r,·e: N- :\,1 01•i11icll1: D- Di"1~r,-,-: SD--Str1 1 11~1\ ll1,e1µr~e· 
II. GENERAL ATT!Tl'DES TOWARD COLLECTJ\'E BARGAINING 
A. Rok of lfrli)!io11s Teacher' 
l. 
3. 
4. 
5. 
(,_ 
x. 
9. 
10. 
A pi.'r."1 Hi \\ !10 l.'.llll'rs th1.. 1 di~i\Hl'.'- lit'l '.'iliuu1d nc)t 1..'ll~'.li:!l' in ,_'ulL:L·ti\ L' 
b::r~:1i11i;)~. 
Rcligi,_•l:s h'.clchcrs should he· ill Off oc,·upic'd with spiritual m;1trers in the 
sc·l)(luk k:11 in)! to the Li) !t'.1cl1crs to t;ikc· c·are of SC'c'td:ir m:itters. 
It 110uld he pussible for ;1 religious w use the mone) of the religious 
cummu11ity fo1 mc'll1hersl1ip dites in a te:iL·hers' union and not be acting 
c'Ontr,tr) to the religious proft'>Sion ,,f p0wrty. 
Rdi~ious teachers should tkvot·, tlll'ir f:ill time :rnd t'ffort to those works 
11hi,il .ire s;)UJJSOrcd b) the' rd1gin:1s superior and not :,-:2t rn1ol1ed in 
~u,:~1 rn~Jrtl'fS as i..cdk,:ti\L' b~1r~~1inin~ 
In imptirtant m:itters. su:h ;;, llwsl' 11,hi,·h c't>llll' llJ' lll collec'liYc' bargain-
ing. '' rdrgiuu, teachc'r 'iwuld speak 0111 :ind "rite ,., c'l1 11·hen he i'< in 
-:ci'l!lid \\ ith the' will zif his :1t:th Hi zed q1perior. 
Jn i1J1p~JrL1nl 1nattcrs. :-iLu:h ~1:-. tho:-.e wliilll co111c up in l·olli.:'l'ti\'e b~1l!!~1in~ 
a reli~iotrs tc·:1chu sl:o11ld demon,tr;;tc ur pic·kc·t c-\ e11 11·he'll this eon-
\\ ;Th ~t 11h' \\ 111 of thi:-. :1uth(1riz\..·d \UJ'1..-'rii.Y. 
Rllit'Jt•u:, !t .:i.. lh'r~ c;Lu:lld b1..· 1...·un-.,iLkrcd ~b pLir: t)f tlll· n1~1na~L'llJL·nt 1.~f 
rhl· CJtlii,llit.' "''-"-C1l1lL:n \<..'h(_\()] l:n ft'L!\()Jl pf tlh'Jr st~,tu~ in the c~itliolil 
l l:c1rcJ. . . 
·\ L.'L:.."1Uli'l L.'~h_'llt.T -..lh)uld h,· ·~«'n"jdcred 11rinL1rih ~h d h:;idit~r LtlhL'r 
tli:1r1 ;;~ ;, n11..'111lwr )f :1 rL·liL'iou:-. ~·<1n1rnt:n1t\· in ~t1l·f1 m:iltl'r:-. ;i~ L'(;]JeL'ti\C 
l1art:,Jin'.n~. ~ ~ 
Tlh.' ,Jldhl)ri1i:d ft:li~JOlb "-ll!'t:ril1r should 111._iL1.· tht· dt'l'i:--iun'i for the fl0 li-
t-'.j,1t1-.: tt:"aLi1i.:rs in tliL ~,.-!Jool and tlh'fL·l"Y I:._'~Ohl' '.'-.Ul'll 111:.illL'r~ as tllo~l' 
J1()r;n._1ll:· i;1\ oh e,,_i in L'OlJcL·ti\ ;.,' bar~:iininµ. 
Tlil' i11diYidu:d rt'li~iull"- tl'(i,_·htT tnd.J\' :-ihoull1 ht' c1utliPri1c·d tn m~1n~l!..'.t' 
!w: J"l'l''f.<i1:d fin:iJKc:, in o-:ic·h m;11tn' ;1~ due\ for ,·nllc'c tile' h;ni'.:iinin~. -
SA A N D SD 
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sCODOD 
1iC-iDCDO 
r--: I i 
7L__J :~1 ij 1-1 L_J _ _J 
11r-1·~ 
L _ _J L__~ lJ 
9L!DCDO 
10lJ CJ o o n 
B. Outcnmes 11 
12. 
13. 
14. 
15. 
The grcrn th uf Cl'lkcti\'l' h1rpi<:in~ will inq'ro\ ,. 1lie prole's,ion;Ji quality 11 un 0 D u'l 0 
uf the· 5,}inols. 
Thc ~r<.>11th of collecti1'e bar~ainin>C 11ill inc·1e,1,e di\'isions lwtween LI\' l~o o DOD 
tca,.-h-,'I'S ;md the adminiqr,ito;, uf tl~t'St' Sc'l10oh. . 
The gruwth of L'Oliectilc' bargaining will increase cli1·isi011' hc'tWeen reli- 0 o· n 0 0 
g1om teac:hcrs and tire aclmrn1'1rators llf these schools. 13 '--' 
Th" )!rowth of collective hargainrng will incTease divisions between the o O O O D rc'li~ious and lay teachns in tl1ese schools. 14 
\\'Ji,·rc' religious and !av ((-;ichers would li;n-e equ:il votinQ richts in collec- -o o DO 0 
tive bargaining, the rdi.giuw, teachers will usually 1 ote as-a b'loc. ]) 
III. STRUCTURES FOR COLLECTIVE BARGAINING 
16. For collective bargaining, thl' principals :rnd the a'sistant principals in the o o D D o 
schools :--!1011ld have their own organization rather than hold member-,hip 16 
in the teachers' org:mization. 
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17 ·1 lh' ~11pt_·1i11ktHk111, ,11HI P11rkif'·i!" ,Ji1nlld t:il-.•: 111, init1.!l1\v 11) i1J~,11111-
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Botl1 rc·l1~1'll" .111d L11 t,.,1,·iic·r, ,1wuld lw l'i1.~1i 1 lc 1u1 lllli nh·mhc·hhip in :-1 1--1 ·u~·-1 LJI 
1
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till' ,llllll' 01~11niLat1nn l1>r c·ulll'di1l· hc1r~11inin)2 hut rt'i1gic111s tc·aL·li,·r, on ~Ill__: LJ L_j 
a Jh)l1-\ntin!2 b~t,,i~. 
Only 111) 1c11L·hc'rs slwuld h· cligihk f0r full lllt'lnhchhip i1: Ii ll'.1L·lwrs' , 1:! ii DO' o organi1ati<J11 for cnlkctiYc· k1r~aining. - L__; L_J 
Religious \Cllc'lll'r' ,110uld have tht'ir Cl\\ 11 orµanil.dtion. Sl'J11lf111l' from ,,D· D 111,-i! uil 
that of L1y k11chcr,. for c·0Jkdi1 c h11rg11inin~. -'-- ' ~' -· _ 
A pro!e"iunal as,oci1dion would be' lllOlt' cksirabk th Jn a teaL·hcrs' uniC'll .,n LJ n n D 
for plll'Jh•Scs ol ,·olkctJ\t: bar~J1111ng. -- LJ L__J L__J 
A facult) srnate, simiL1r to the senate frequently found on the college or D n 1--i n D 
univnsity le\ el. -.1mtld be a more appropriatl' organization for collective 24 LJ LJ !~_j 
b.irg<lining than the professional as-;ociation. 
A faculty senate. 'iimib1 tu the scn1ite fr,·quc·ntl) fc.und on the college [J r---1 rLJ-1 :!; D 
or uni1ersity level would he a nwrc appropri.1te urg:ini£11!1on for collec- 2) ! L_j 1 ~ 
tiYL" b~1rgai!ling. 
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The Catholi,· Bishop, of the t:nitc'd States should estc1hlish a nJti,mal 'I~,· I!!" il 
puli.·y for 1dl Catholic sec"ondary sc"lrnols re~11rdinµ c'CJJ1,'cli1·e bdigainint>. ::'<'LJ LJ L_j LJ LJ 
P1oced11rc· lor II<1Pdling the ~rin1rnc·es of by tt'l!c·hc'h should bt establi>h· ::~,--1 it jl '-! -1 l-~i 
ed 11! tltc' dioc'L'San lei el. L__< _, _. c__J L _ _; ,__J 
A Li:. ll'ckhCI 1..lH1uld 11 l' l'1ii-!;blc fn1 ,Jll ~d111ini~t1.1ti\l• rosiliOn\ in j C:ith- '1('11 
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rooni~ of ~trikin~ la) tc·~id1l'r~. 
Th,· ['>l'll:Jlt) f(lr pdrticipation uf a L1y kdc'hn in :1 '1rike should be dis- 330 n1 D D D 
missal from the scl10ul. 
The' penalty for partic"ipatiLJll by a reli~ious teachn in a strikt' sltoulJ be 34·LJ1 llLJ D D D a transfer from the school. 
Contrac'ts with 1.·ncli1·idual religious tc·acl!ers should rcplac·e contr11L·ts be- ''iD 
t11·c'l'll the dtOc'CSt' or pansh and the rd1gwus c'Oll~rcgat10n. '°-I DODD 
Stipc'ncls for religious faculty rnc·mhcr' should be' scakd on the same DD DD D 
basi' as salaries for by teachers. (A perc-entage of such a stipend would 36 
he n111tributed to the school. l 
Jn a de11cllock in collectin: bargaining. tht' bishop l1f the clioleSl' should 370 D D D D rc~sohc the 1rnpa'>,t'. 
Jn a deadlock in collcctin' bargaining, tile sl'l10ol board of the diocese 380 D D D D 
should resolve the 1111pJSSt'. 
In a dc'adlock in collective bargaining, a mecliatClr should he sought who D D D D D 
would be mutually acceptable to the teaching personnel and to the school 39 
authorities. 
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S.1!.iries tor bv lc-ckhn,. 
Salaries for religious tcal'l1crs. 
Lea\Cs of abscn.-e. (Sabbatic'als. pcrscinal etc.) 
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Cilfriculum changes. 
Extra-curricular assignments and compensation. 
46. Student discipline policies. 
47. Class size and teaching load. 
48. Policy on substitution for absent teachers. 
49. Lunch period and study assignments. 
50. Pension and retirement benefits. 
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Procedures for dismissal for teaclwrs. 
Transfer of religious teachers. 
Grievance procedures. 
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Textbook selection. 
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Time allowarices fur professional meetings. 
Sc"J1onl calendar. 
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ST. RITA HIGH SCHOOL 
6:310 SOUTH CLAREl'v10NT AVENUE 
Telephone 
WAlbroo~ 5-6600 - 1-2-3 
April 5, 1984 
Dear Principal, 
About two weeks ago you were one of ninety-two 
Catholic high school principals in the state of Illinois 
who received a questionnaire-type instrument in connection 
with a research project approved by Loyola University of 
Chicago. This form does not take long to complete: the 
time required by most individuals varies from ten to 
fifteen minutes. 
Another copy of the questionnaire has been enclosed 
for your convenience. May I ask you to please complete 
the questionnaire and return it with a copy of your faculty 
list? Your prompt attention and cooperation will be greatly 
appreciated as it is a prerequisite to the success of this 
research. Thank you. 
Sincerely, 
/I /, _/ ,)' /_ .. / /"/;,' 
/ (,.,,.-/r, ,-z~.1 .,.. , / ;.', .7 / ....... ~ 
Rev. Richard •(icGrath, OSA 
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. i • - ~ i-t , ~ 
\t'~;· JI 
April 30, 1984 
Dear Principal: 
About six weeks ago you were one of ninety-two 
Catholic high school principals in Illinois who received 
a questionnaire-type instrument in connection with a 
research project approved by Loyola University of Chicago. 
This form does not take long to complete: the time required 
is between ten and fifteen minutes. 
Enclosed is another copy of the questionnaire for 
your convenience. Your responses will be strictly confident-
ial; all replies are anonymous, and no individual or school 
will be named in any report of the research. May I ask 
you to please complete the questionnaire and return it with 
a copy of your faculty list? 
Your prompt attention and cooperation will be greatly 
appreciated. If the person to whom this letter is addressed 
is no longer in the position, the new or acting administrator 
should respond to the questionnaire. Thank you. 
Sincerely, 
/, , . /; /j/} < / 7 / 
/'/ /' 71·/,,/ /,,y;'-;::Y//. ,/Y'l.,·:-;7/1-;T-~ · // · 
Rev. Richard J McGrath, OSA 
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May 6, 1984 
Dear Teacher: 
About three weeks ago you were one of a few teachers 
in your school who received a questionnaire-type instrument 
in connection with a research project approved by Loyola 
University of Chicago. This form does not take long to 
complete: the time required by most individuals varies 
from five to ten minutes. 
Another copy of the questionnaire has been enclosed 
for your convenience. May I ask you to please complete the 
questionnaire and return it in the enclosed envelope? 
Your prompt attention and cooperation will be greatly 
appreciated: it is a prerequisite to the completion of 
this research. Thank you. 
Sincerely, 
./ 
/', /' /_, / ,/ / .,..,. : 
' F1:'. Richard McGr91th. OSA 
< .. ...: ___ _ 
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May 24, 1984 
Dear Teacher: 
About three weeks ago you were one of three teachers 
in your school who received a questionnaire-type instrument 
in connection with a research project approved by Loyola 
University of Chicago. This form does not take long to 
complete: the time required by most individuals varies 
from five to ten minutes. 
Another copy of the questionnaire has been enclosed 
for your convenience. May I ask you to please complete 
the questionnaire and return it in the enclosed envelope? 
Your prompt attention and cooperation will be greatly 
appreciated: it is a prequisite to the completion of this 
research. Thank you. 
Sincerely, , 
, / . - . /:/ :; ' ~/ 
/,//!//:JI// /'/ 
Fr. Ric~rd Mc~,rath, OSA 
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